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ABSTRACT 

A computer system and process for matching one or more candidates with an 
employment position of an employer is provided. The computer system includes a 
processor and a database accessible to the processor. The processor is programmed to: 

retrieve employment parameters from the database; 

retrieve candidate parameters from the database; 

compare the candidate parameters with the employment parameters; and 
compute the degree of correspondence between the candidate parameters and the 
employment parameters. 
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METHOD AND SYSTEM FOR MATCHING ONE OR MORE 
CANDIDATES WITH AN EMPLOYMENT POSITION USING 
QUALITATIVE AND QUANTITIVE ASSESSMENT PARAMETERS 

FIELD OF THE INVENTION 

The present invention relates generally to candidate recruiting. More particularly, 
it concerns a computer system and method for matching candidates with employment 
positions using qualitative and quantitative assessment parameters. 

BACKGROUND OF THE INVENTION 

Traditionally, companies have located and hired employees using two methods: 
recruiting firms and classified advertisements. Recruiting firms provide a popular and 
effective method for hiring employees because they are able to attract and have access to 
a much wider pool of candidates than the company would itself. Furthermore, by using a 
recruiting firm, the company does not have to expend its own time and resources, which 
can be considerable, evaluating each candidate, 

Recruiting firms generally operate by collecting resumes from candidates. While 
the universe of potential candidates is limitl ess, especially in the area of middle to upper 
level management, traditional methods (including networking and advertising) still only 
provide the recruiting firm with a narrow cross-section of candidates who are qualified 
based only on quantifiable factors. 

When a recruiting firm receives a candidate's resume, it is entered or scanned into 
the firm's database. Because a recruiting firm has no practical way of updating a 
candidate's personal information, a large percentage of a firm's database becomes 
outdated and virtually useless within a short period of time. Therefore, the firm must 
constantly attract new candidates. 

When a candidate search is initiated, the recruiter will search its database using 
single or multiple "keywords" in order to generate a group of candidates who are 
qualified based on quantitative factors such as experience or education. This method is 
limited in that a recruiter can only pull up those resumes which contain the exact search 
word or words that are entered. For example, a resume stating that the candidate has 
experience in "programming" and "desktop publishing" will not be pulled-up if the 
employer is searching for candidates with "C-H-" and "Quark" experience. Furthermore, 
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once a qualified group of candidates is identified, recruiters use subjective criteria to 
assess the qualitative factors such as whether the candidate will fit with the company's 
organizational culture. 

When a recruiter determines that a candidate is qualified, the recruiter will then 
meet with the candidate, and if appropriate, will arrange for an interview with the 
employer. The recruiter will generally negotiate the terms of employment. A typical 
recruiting firm may take up to six months to complete a candidate search, with the 
majority of time spent locating and assessing candidates. This can be a significant drain 
on a company if the position is vacant during that period. 

Newspaper classifieds are another type of recruitment tool. An employer 
generally places an ad in the newspaper and gives an address or number, to which a 
candidate can respond. While this method may be less expensive than using a recruiting 
firm, the employer must spend a great deal of its time and resources sorting through 
resumes and interviewing candidates who respond, many of whom will not be qualified 
or of equal importance, and/or fit within the company's organizational culture. 
Furthermore, the potential candidate pool is limited to the readers of the specific 
publication. 

Over the past several years, Internet companies such as CareerMosaic.com, 
Monster.com, JobTrak.com, and HoJobs.com have utilized the World Wide Web to 
provide a new method of locating and hiring employees. These Internet career sites 
generally operate by providing an on-line searchable database of resumes and job 
openings, which can be submitted and updated at-will. Many of these sites resemble 
little more than electronic versions of the classified ads: employers pay to list job 
openings while candidates search the openings for free. With the connectivity of the 
Internet, finding resumes quickly and keeping information current has made the 
traditional databases in recruiting firms obsolete. The challenge has now become 
focused on accessing (mining) and assessing the data. 

Similar to traditional firms, these Internet sites are generally only searchable 
using a keyword method, which can be highly ineffective with the millions of resumes 
that need to be evaluated. Furthermore, once a person is identified as a qualified 
candidate based on quantitative factors, these Internet companies do not provide any way 
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to evaluate the essential qualitative factors which are equally as important in ensuring a 
person is right for the job position. Much like using classified ads, employers must use 
their own time and resources sorting through resumes and assessing candidates. A 
functional diagram of a typical prior art Internet career site system is illustrated in FIG. 1 . 
Such a system generally includes a website display, a computer server connected to the 
Internet, and a database. 

Therefore, there is a need for a system and method of using a wide area network, 
such as the Internet, to provide a recruiting service accessibility to candidates and 
employers around the world, in addition to the ability to update and provide information 
at will. There is also a need for a recruiting service that can search a database using a 
plurality of parameters to better match qualified candidates with a particular employment 
position based on quantitative factors. There is also a need for a system and method that 
allows candidates to be assessed based qualitative factors. There is also a need for an 
automated system and method for screening and matching qualified candidates with 
employment positions based on quantitative and qualitative parameters. 

SUMMARY OF THE INVENTION 

The present invention overcomes the challenges of candidate recruiting by 
providing a system and method for matching one or more candidates with an 
employment position of a company based on the assessment and evaluation of 
quantitative and qualitative parameters. Quantitative parameters can include such items 
of information as the salary, geographic location, and degree requirements associated 
with a given employment position. Likewise, quantitative parameters can also include a 
given candidate's job category, and employer. Qualitative parameters include job 
challenges, operating styles, role styles, leadership styles, motivations, business 
environment experience, etc. 

In one embodiment, the computer system includes a processor and a database 
accessible to the processor. The processor is programmed to: 

• Retrieve employment parameters from the database; 

• Retrieve candidate parameters from the database; 

• Compare the candidate parameters with the employment parameters; and 
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• Compute the degree of correspondence between the candidate parameters and the 
employment parameters. 

According to one embodiment, a method and system employing a qualitative 
assessment tool is used to match candidates to an employment position taking into 
account qualitative characteristics of importance to the employer. According to some 
embodiments, computer implemented versions of such a method and/or system are 
provided. According to some embodiments, such computer implemented methods and/or 
systems use the Internet. 

According to one embodiment of the present invention, various parameters are 
collected and stored in a database. For example, a record can be set up for each 
employment position. Each record can contain a set of employment position parameters 
defining certain required or desired characteristics for the employment position. 
Employers can define these employment position parameters based on desired or 
required characteristics and background. Likewise, candidates enter information and 
parameters, which are stored in a database. Parameters associated with a given candidate 
can be organized into a candidate record. The database may contain a number of 
candidate records associated with a number of candidates and a number of employment 
position records associated with a number of employment positions. Then a matching 
process may be performed to match one or more candidate records to a given 
employment position record by comparing some or all of the parameters associated with 
each candidate record to some or all of the parameters associated with the given 
employment position. In this way, candidates can be matched to employment positions. 

According to some embodiments, the employment position records and the 
candidate records include both "quantitative" parameters and "qualitative" parameters. 

According to some embodiments of the present invention, one or more candidate 
records can be matched to a given employment position record based on comparisons of 
associated quantitative and/or qualitative parameters. 

BRIEF DESCRIPTION OF THE DRAWINGS 

Other objects and advantages of the invention will become apparent upon reading 
the following detailed description and upon reference to the accompanying drawings, in 
which: 
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FIG. 1 is a diagram illustrating a typical prior art Internet recruiting process; 

FIG. 2 is a diagram of an overview of one embodiment of the present invention; 

FIG. 3 is a flow diagram illustrating a process for setting up an employer and/or 
employment position; 

FIG. 4 is a flow diagram illustrating a process for specifying employment 
position parameters; 

FIGs. 5a-5g provide example screens used for specifying employer required 
and/or desired quantitative employment parameters; 

FIGs. 6a-6p provide example screens used for specifying employer required 
and/or desired qualitative employment parameters; 

FIG. 7 is a flow diagram related to ensuring that employment position parameters 
have been completely specified and preparing an employment position record for a 
matching process; 

FIG. 8 is a flow diagram related to gathering candidate parameter information 
according to one embodiment of the present invention; 

FIGs. 9a-9j provide example screens used for obtaining quantitative candidate 
parameters; 

FIGs. lOa-lOx provide examples of screens for obtaining qualitative candidate 
parameters; 

FIGs. 1 la-1 lb illustrate a flow diagram related to determining whether a 
candidate record has been completed; 

FIGs. 12a- 12c illustrate examples of employer qualitative assessment feedback 
screens; 

FIGs. 13a-13e illustrate examples of candidate qualitative assessment feedback 
screens; 

FIG. 14 is a flow diagram related to the identification of incomplete candidate 
records, the notification of candidates having incomplete records, and the completion of 
such records; 

FIG. 1 5 is a flow diagram illustrating an example of a method of employing a 
database containing employment position and candidate records to identify a desired 
number of qualified candidates for the position; 
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FIG. 16 is a flow diagram illustrating the matching function according to one 
embodiment of the present invention; 

FIG. 1 7 is a flow diagram of an embodiment of the responsibilities matching 

subroutine of FIG. 16; 

FIG. 1 8 is a flow diagram of an embodiment of the challenges matching . 
subroutine of FIG. 16; 

FIGs. 19a and 19b illustrate a flow diagram of an embodiment of the industry 

matching subroutine of FIG. 16; 

FIG. 20 is a flow diagram of an embodiment of the company matching subroutine 

of FIG. 16; 

FIG. 21 is a flow diagram of an embodiment of the company size matching 
subroutine of FIG. 16; 

FIG. 22 is a flow diagram of an embodiment of the company classification 
matching subroutine of FIG. 16; 

FIG. 23 is a flow diagram of an embodiment of the experience matching 
subroutine of FIG. 16; 

FIGs. 24a-24b illustrate a flow diagram of an embodiment of the degree matching 
subroutine of FIG. 16; 

FIG. 25 is a flow diagram of an embodiment of the certification matching 
subroutine of FIG. 16; 

FIG. 26 is a flow diagram of an embodiment of the qualitative assessment 
matching subroutine of FIG. 16; 

FIGs. 27a-27c illustrate a table showing an embodiment of the scoring subroutine 
of FIG. 16; and 

FIGs. 28a-28b are flow diagrams of an embodiment of the matching subroutine of 
FIG. 16. 

DESCRIPTION OF ILLUSTRATIVE EMBODIMENTS 

The present invention combines the best attributes of traditional recruiting firms 
and Internet career sites to produce a new system and method for mining and assessing 
candidate data. This invention uses the speed and connectivity of the Internet, which 
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provides accessibility to anyone in the world and allows candidates to update their 
information at will. It also allows a recruiter to search a database using a complex series 
of algorithms to mine qualified candidates based on multiple parameters and to match 
candidate profiles with a company's needs. In addition, the invention provides an 
assessment tool to evaluate qualitative factors such as whether the candidate will fit the 
specific organizational culture of the company. Since one of the most important factors 
in successfully placing a candidate with a company is ensuring that the company's 
corporate culture is matched with an individual's management style and personality, this 
invention can dramatically reduce turnover. This invention also provides an essential 
recruiting tool for today's information based society. Further, this invention significantly 
reduces the amount of time spent locating a qualified candidate and therefore drastically 
reduces the amount of overall time spent on a candidate search by, for example, 50 to 
60%. 

The present invention provides a system and method that automatically screens 
candidates based on quantitative and qualitative characteristics so that employer 
resources are not wasted interviewing candidates who do not fit the organizational 
culture of the company. 

FIG. 2 provides a functional overview of one embodiment of the present 
invention. There, a system 10 for matching candidates with available employment 
positions is shown. Information from employers regarding available employment 
positions and information from candidates is gathered and stored in a database such as 
database 500. The gathering of information from an employer about an employment 
position is represented by block 100. The information gathered during the employer 
input phase can include employer position parameters such as the education, experience, 
compensation, employment position location, and industry experience required and/or 
desired. In addition, the specific skills required, the employer's qualitative assessment, 
and the employer's weightings for each parameter are entered. Some embodiments for 
the collecting of employment position parameters are described in more detail below in 
connection with FIGs. 4-7. 

Likewise, information from a number of candidates is gathered and stored in a 
database such as database 500. The database 500 may comprise one or more databases. 
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For example, one database may be used to store the candidate data, while another 
database stores the employer data, etc. The gathering of information from a candidate is 
represented by block 300. The information gathered during the candidate input phase 
can include candidate parameters such as the candidate's education, employment history, 
prior experience, present employer, current position, desired position, desired geographic 
location, and qualitative assessment parameters. Some embodiments for collecting 
candidate parameters are described in more detail below in connection with FIGs. 8-11. 

Then, for a particular employment position, a matching process is employed 
whereby the candidate information stored in the database 500 is searched in an effort to 
locate one or more candidates whose associated information matches the employment 
parameters for the particular employment position at issue. The searching and matching 
process is represented by block 700. During the matching process, candidate information 
is compared with the employment parameters entered by the employer for the available 
position. According to some embodiments, a degree of correspondence between the 
information provided by a particular candidate and the employment parameters is then 
computed. The system 10 may then provide information regarding the results of the 
matching process by, for example, generating a list including a number of candidates and 
the degree of correspondence between each candidate and the employment parameters 
associated with the employment position at issue. The degree of correspondence 
between the employment parameters and the parameters associated with each candidate 
may then be reviewed, for example, by the recruiter or the search consultant who 
initiated the particular matching process. Depending on the results of the search, one or 
more modified searches may be additionally performed. 

Additional post-matching tasks may be performed to further assess the 
appropriateness of the candidates found suitable for the particular employment position. 
This post-matching activity is represented by block 900. This post-matching activity 
may include manual post-matching tasks performed by the employer and/or search 
consultant such as telephone interviews, video conferences, personal interviews, 
negotiations, and eventually placement of a qualified candidate in the employment 
position. 
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According to some embodiments of the present invention, an Internet based 
recruiting system is provided. According to such embodiments, the entity operating a 
recruiting server sets up the system so that an employer can enter on-line employment 
position parameters associated with an employment position which the employer would 
like to have filled. The recruiting server may comprise one or more interconnected 
servers. For example, one server may be used to run the website, while another server 
performs the processing functions described herein. The entity operating the recruiting 
server can be, for example, a recruiting or search firm. Likewise, the server can be set up 
so that candidates can enter detailed information about themselves on-line. The server 
can also be set up so that individual websites are established for each employer and/or 
candidate. Likewise, the server may provide for individual websites for each 
employment position to be filled. Accordingly, a given employer may have a number of 
websites residing on the server. Access to these individual websites may be secured to 
prevent unauthorized persons from accessing them. Security may be provided, for 
example, by requiring a password or authorization code to be entered before a given 
individual website can be accessed. 

FIG. 3 illustrates a process for setting up an individual employment position 
website so that an employer may enter information associated with a new employment 
position to be added to the system. In the embodiment shown in FIG. 3, the server is 
maintained by a recruiting firm. According to this embodiment, a search consultant 
enters the recruiting website, as represented by block 108. The search consultant then 
selects an existing client (an employer) from a menu of existing clients or enters a new 
employer (block 1 10). Each employer can have an associated identification number. For 
new employers, either the system generates or the search consultant designates such an 
employer identification code or number when a new employer is specified. Next, an 
engagement is selected or created, Le. 9 the available employment position is entered by 
the search consultant, as shown in block 1 12. Each employment position can also have 
an associated engagement code or number that is generated, for example, by the system 
or designated by the search consultant. Accordingly, a specific employment position 
website may have both a client code and an engagement code associated with it. 
Alternatively, a specific employment position website may be identified solely by a 
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single code, such as an engagement code, without the need for a client code. In block 
1 14, the search consultant enters the name of each user at the employer that will be 
permitted to enter information regarding the selected engagement or employment 
position. In embodiments where individual websites are secured via a password, the 
search consultant can specify the password or passwords to be used. In block 116, the 
search consultant provides the employer with the user identification code or codes and 
the associated passwords for entering a particular employment position website. 

FIG. 4 illustrates an embodiment for inputting employment position parameters 
via an individual employment position website such as one created in the manner 
described above in connection with FIG. 3. A registered employer logs onto the 
recruiting server by entering, for example, the company name at the employer website 
(block 1 1 8). Where the employer website requires a password(s) to gain access to the 
recruiting server, the employer first enters the appropriate password(s). The employer 
then enters the desired engagement number, i.e., the desired employment position to be 
filled. Next, the employer enters various desired and/or required employment position 
parameters for the employment position (block 120). The employment parameters may 
include candidate education, certification, work experience, present employer 
classification, etc., along with the employer's position opening, employment position 
location, and employer qualitative assessment parameters. The employment parameters 
are stored in a database such as database 500. 

As used herein, the term "qualitative assessment" includes organizational cultural 
assessment, job profile assessment and conjoint analysis. The term "qualitative 
assessment" refers to how a candidate fits in with a company's organizational culture. 
Such an assessment includes personality type matching between candidates and 
companies. One such assessment is The Myers Briggs Personality Type system, which 
has sixteen different personality types. In one embodiment, the qualitative assessment 
tool of the present invention assesses parameters such as a candidate's job challenges, 
operating styles, role styles, leadership styles, motivations, business environment 
experience, etc. Similarly, the employer's organization and operating style are evaluated 
with respect to parameters such as company and position challenges, company operating 
style, leadership style, company motivations, fast growth business culture, rapidly 



CA 02277261 1999-07-09 



11 

changing business environment, etc. The qualitative assessment tool of the present 
invention assesses candidates and job positions and matches candidates to a job position 
where the company culture matches the candidate's personal traits. The qualitative 
assessment tool measures candidates' and employers' decision making styles, thinking 
styles, cognitive motives, achievement motives, emotional styles, career concepts, and 
career motives. Therefore, according to one embodiment, the qualitative assessment tool 
seeks to match the career challenges and responsibilities of potential candidates with the 
expectations and organization of a particular company. 

In one embodiment, the qualitative assessment uses questionnaires derived from 
the book by Michael J. Driver, Kenneth R. Brousseau & Phillip L. Hunsaker, The 
Dynamic Decision Maker: Five decision Styles for Executive and Business 
Success, (Self Discovery Press 1998). In another embodiment, the qualitative 
assessment uses conjoint analysis questionnaires derived from tools such as ACQNET 
adaptive conjoint analysis provided by dataDirect, which is a subsidiary of Kingsley 
Research, Inc. of New York, NY, in cooperation with Sawtooth Software, Inc. of 
Sequim, WA. 

FIGs. 5a-5g provide example employer screens that are used in connection with 
specifying required and/or desired quantitati ve employment parameters such as the 
employer's position description, the position's scope of activities, the industry 
experience required, the industry experience desired, etc. The employer selects the 
parameters he/she thinks are important for the available position and assigns a weight to 
each parameter, as shown in FIG. 5g. 

FIGs. 6a-6p provide example employer screens that are used in connection with 
specifying the employer's required and/or desired qualitative assessment parameters. 
These parameters include job challenges, operating styles, role styles, leadership styles, 
motivations, business environment experience, etc. The employer selects the qualitative 
parameters he/she thinks are important for the available position and assigns a weight to 
each parameter, as shown in FIGs. 6b-p. FIGs. 6c-6p illustrate example employer 
screens that are used in connection with obtaining qualitative information from an 
employer that enables the system to perform an organizational cultural assessment of the 
employer and job position. 
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FIG. 7 is a flow diagram related to ensuring that employment position parameters 
have been completely specified and preparing an employment position record for a 
matching process. In the embodiment shown in FIG. 7, a search consultant enters the 
recruiting website and selects the proper employer and the engagement number 
corresponding to the position to be filled, as shown in block 122. The search consultant 
determines whether the employment position record is complete, as shown in block 124. 
If it is not complete, the employer is contacted to complete the employment 
questionnaire, as shown in block 126. If the employment questionnaire is complete, the 
search consultant reviews the employer's responses to the employment questionnaire, as 
shown in block 128. 

In block 132, the search consultant determines whether there are any employer 
dispersion problems, i.e., differences in what various users feel are important parameters 
for the particular position. For example, if the human resource manager indicated that 
communication was an important parameter (e.g., gave this parameter 7/7) and the 
manager over the position indicated that communication was of low importance (e.g., 
gave this parameter 1/7), the search consultant would talk with each manager to 
understand why this parameter was weighed differently by each user and, based on these 
conversations, overwrite the entry such that the appropriate weight is given this 
parameter. Thus, if dispersion problems are discovered, the dispersion problems are 
resolved by adjusting the input parameters, such as the qualitative assessment parameters 
for the organization, as shown in block 130. 

If there are no dispersion problems, or once these problems are resolved, the 
system 10 generates a preliminary report detailing the job profile generated for the 
employment position, as shown in block 136. This report is reviewed with the employer 
to evaluate whether there are any discrepancies or problems with the profile, i.e., whether 
the job profile is an accurate representation of the qualities the employer desires in a 
candidate (block 140). In other words, does the candidate profile include what the 
pertinent managers in the company regard as desirable or required candidate traits such 
as the proper amount of work experience, from a company of sufficient size or prestige, 
from the proper position within that company, along with the proper education, 
certification, compensation, career motivations, company organizational culture fit, and 



CA 02277261 1999-07-09 



13 

decision making style. If there are such discrepancies or problems with the report, then 
blocks 130, 1 36, 140 and 142 may be repeated until all such problems are resolved. 
Otherwise, the employment position record is made available for matching, as shown in 
block 144. 

Turning now to FIG. 8, a flow diagnim related to gathering candidate parameter 
information according to one embodiment of the present invention is illustrated. In the 
embodiment shown in FIG. 8, the candidate enters a recruiting website to register with a 
recruiting firm on-line, as illustrated in block 204. A questionnaire comprising a series 
of registration screens is provided to obtain information from the candidate such as the 
candidate's name, e-mail address, current home address, current phone number, 
education, employment history, prior experience, present employer, current position, 
desired position, desired geographic location, etc. According to some embodiments, the 
questionnaire also includes a candidate qualitative assessment, which he/she answers on- 
line. Likewise, according to some embodiments, the qualitative assessment includes a 
conjoint analysis tool, which the candidate also takes on-line. The results of these 
assessments and/or analyses, along with the other registration information, are stored to 
the database 500 as candidate parameters. 

FIGs. 9a-9j and FIGs. lOa-lOx provide example candidate screens that are used in 
connection with obtaining information from a candidate regarding his/her quantitative 
and qualitative parameters, respectively. Such quantitative parameters, illustrated in 
FIGs. 9a-9j, include the candidate's name, address, telephone number, desired position, 
current level, academic background and certifications, employment history, geographic 
preferences, compensation, etc. Such qualitative parameters include the candidate's 
skills, business environment experience, and answers to a qualitative assessment tool, as 
illustrated in FIGs. lOa-lOx. FIGs. lOc-lOo provide example candidate screens that are 
used in connection with obtaining qualitative information from a candidate that enables 
the system to perform a organizational cultural assessment of the candidate. FIGs. lOp- 
lOx provide example candidate screens that are used in connection with obtaining 
qualitative information from a candidate that enables the system to perform a conjoint 
analysis of the candidate. 
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Referring again to FIG. 8, upon entering information into the database 500, the 
submitted candidate information may be organized into a candidate record. After a 
candidate record has been created, the system can periodically determine whether the 
record is complete, i.e., whether the candidate completed all or at least the minimum 
required information (see e.g., FIGs. 1 la-b). For example, after a candidate exits the 
recruiting website, the system can determine whether the candidate provided all 
requested information such as by, for example, answering all questions posed in the 
questionnaires. For example, the candidate information in-take process represented by 
block 204 may permit the user to complete all or only portions of the questionnaires 
during any given visit. In this manner, information can be stored to the database as it is 
provided by a candidate without requiring the candidate to complete the entire in-take 
process during a single visit. Accordingly, a particular candidate can visit the recruiting 
website and begin entering information, exit the website, and then return one or more 
times to complete the in-take process. 

According to some embodiments, when a candidate initially enters some 
information into the system 10, the system can be designed to create an individual 
website for that individual candidate. Such individual candidate websites can be 
provided with security features such as associated passwords. When an individual 
candidate website is created, an associated website identification code(s) and password 
can be assigned to the website and provided to the candidate. For example, the 
identification code could comprise a candidate's name. Accordingly, after exiting the 
recruiting website, a candidate may return to his or her individual website by entering his 
or her name and the appropriate password at the recruiting website. 

If the candidate did not complete all the required in-take information, the 
candidate can be prompted to complete the registration process, as illustrated in block 
210 (see e.g., FIG. 14). Methods of prompting the candidate include posting notices to 
the candidate on the candidate's individual candidate website, e-mailing the candidate, 
etc. Once the candidate completes the entire registration process, all the information is 
stored to the database 500 and made available for processing by the system 10, as shown 
in block 212. For example, the complete candidate record may be made available for 
matching searches, as discussed below. According to some embodiments, the system 
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permits even incomplete candidate records to be made available for limited processing by 
the system 10. For example, if the candidate completed all the questionnaires relating to 
the candidate's quantitative parameters, the system 10 could determine whether the 
candidate at least had the required degree and experience for the employment position. If 
the quantitative parameters were met, the employer or search consultant could then 
determine whether it would be beneficial to contact the candidate to obtain further 
information related to the candidate's qualitative parameters. 

Upon completing the in-take process, the responses to the questionnaires are 
analyzed and the results of such analysis are stored in the database 500. For example, 
based on a candidate's responses to questions posed by a qualitative assessment tool, 
qualitative candidate parameters can be determined and stored to be database. The 
qualitative assessment tool is discussed in more detail in connection with FIGs. lOa-lOx 
above and 13a-13f below. According to some embodiments, the qualitative candidate 
parameters are made available to the candidate, as represented by the candidate feedback 
block 213 of FIG. 8. For example, the results can be e-mailed to the candidate or the 
results can be made available on-line at the candidate's individual candidate website for 
subsequent retrieval by the candidate. In one embodiment, the results are communicated 
to the candidate in about 24 hours. 

FIGs. 11a and 1 lb illustrates a flow diagram related to determining whether a 
candidate record has been completed and determining various qualitative candidate 
parameters. In the embodiment shown in FIGs. 1 la,b, the system 10 determines whether 
the candidate qualitative assessment questionnaires are complete, as shown in block 220. 
If they are not complete, in block 21 1, the oindidate is prompted to complete the 
questionnaires. In one embodiment, the candidate is prompted to complete the 
qualitative assessment questionnaires by the methods mentioned above (i.e., posting 
notices to the candidate on the recruiting website, e-mailing the candidate, etc.). In 
another embodiment, an appropriate incomplete flag is set. In either embodiment, the 
system next moves to block 226. Otherwise, when the assessment questionnaires are 
complete, the system 10 determines the candidate's qualitative assessment from the 
responses to the questionnaires, as shown in block 222. 
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One method of determining the candidate's qualitative assessment, including an 
organizational cultural assessment, is detailed in Michael J. Driver, Kenneth R. 
Brousseau & Phillip L. Hunsaker, The Dynamic Decision Maker: Five decision 
Styles for Executive and Business Success, (Self Discovery Press 1998). Several 
companies offer qualitative assessment tools, including: Hogan Assessment System, Inc. 
of Tulsa, Oklahoma; TTI Performance Systems, Ltd. of Scottsdale, Arizona; Waldroop 
Butler Associates of Brookline, Massachusetts; and Winslow Research Institute, of San 
Mateo, California (The Winslow Behavioral Assessment System). The following factors 
have been found to be relevant in selecting an appropriate qualitative assessment tool 
from the many available: 

• Generation of scores that are consistent both over time and interrata 

• Scoring based on input from the individual to be evaluated without the need 
for additional input from others {e.g., without input from others evaluating the 
candidate) 

• The focus of the assessment tool, with a preference for those with a primary 
focus on the selection and matching of candidates to jobs 

• Availability of the test in foreign languages 

• Validity of the results 

• The clarity of the feedback, with a preference for tools providing numerical 
results over those in which the feedback is entirely textual 

• The length of time needed to complete the test, with a preference for tests 
requiring less time 

• The extent to which the test is perceived to be valid by those taking it (facial 
validity). 

For example, the system 10 determines various qualitative candidate parameters, 
such as candidate problem solving skills, decision making skills, task performance 
proficiency, interpersonal skills, leadership skills, motives, operating styles, cultural fit, 
etc., on a scale indicating the candidate's disposition for each parameter. In one 
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embodiment, the system 10 represents the candidate's proficiency for each candidate 
qualitative assessment parameter graphically on a scale indicating where the candidate 
falls on the scale for each parameter. Example candidate and/or employer qualitative 
assessment feedback screens illustrating candidate proficiency at several evaluated 
parameters are shown in FIGs. 13a-13e. 

For example, the candidate's proficiency for problem solving is rated from very 
action-oriented, to moderately action oriented and analytic, to very analytic. Similarly, 
the candidate's proficiency for task performance is rated from very persistent, to 
moderately persistent and flexible, to very flexible. Likewise, the candidate's 
proficiency at interpersonal skills is evaluated from very directive, to moderately 
directive and collaborative, to very collaborative. Other parameters are evaluated 
similarly by the system 10. 

Then, the candidate's profile, comprised of candidate parameters, is stored to the 
database 500, as shown in block 224 of FIG. 1 la. In block 225, the system 10 provides 
the candidate with feedback by, for example, updating the candidate's homepage on the 
recruiting website with the qualitative assessment information calculated in block 222. 

In block 226 of FIG. 1 lb, the system 1 0 determines whether the candidate 
conjoint analysis questionnaires are complete. If it is not complete, in block 21 1 , the 
candidate is prompted to complete the questionnaires by, e.g., posting notices to the 
candidate on the recruiting website, e-mailing the candidate, etc. or setting an appropriate 
incomplete flag and moving back to block 220. Otherwise, when the conjoint analysis 
questionnaire is complete, the system 10 processes the candidate's conjoint analysis 
based on the questionnaire responses, as shown in block 228. A conjoint analysis forces 
a candidate to choose between two different options. For example, the candidate is first 
asked to choose between options A and B. Next, the candidate is asked to choose 
between options B and C, and so on. Example conjoint analysis questions are shown in 
FIG. lOp-x. The outcome of this analysis helps to determine whether the candidate 
shares the same professional motivating factors with a certain employer and a certain 
position by evaluating the candidate's behavioral traits. An example of a commercially 
available conjoint analysis tool is the ACQNET adaptive conjoint analysis provided by 
dataDirect, which is a subsidiary of Kingsley Research, Inc. of New York, NY, in 
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cooperation with Sawtooth Software, Inc. of Sequim, WA. Conjoint analysis is 
described in several publications, including: Susan M. Sheridan, Thomas R. 
Kratochwill, & John R. Bergan, Conjoint Behavioral Consultation: A 
Procedural Manual (Applied Clinical Psychology); Jordan J. Louviere, 
Analyzing Decision Making: Metric Conjoint Analysis (Quantitative 
Applications in the Social Sciences, No 67) (1988); Conjoint Analysis: A Guide 
for Designing and Interpreting Conjoint Studies/044 (1992); David B. 
Montgomery, Conjoint Calibration of the Customer/Competitor Interface in 
Industrial Markets (Report No 85 112) (1985); SAS® Technical Report R- 109, 
Conjoint Analysis Examples (1993); Richard P. Bagozzi, Advanced Methods of 
Marketing Research (Blackwell Publishing); and Joe Curry, Understanding 
Conjoint Analysis in 15 Minutes (Quirk's Marketing Research Review), all of which 
are incorporated herein by reference in their entirety. See Appendix A and Appendix B 
for conjoint analysis examples. 

The candidate's conjoint analysis results are then stored to the database 500, as 
shown in block 230 of FIG. lib. In block 234, the system 10 provides candidate 
feedback by, for example, updating the candidate's homepage on the recruiting website 
with the conjoint analysis information calculated in block 228. 

In the embodiment where an incomplete flag is set, once the process of FIGs. 
1 la,b is completed, an appropriate reminder is sent to the candidate by posting notices to 
the candidate on the candidate's homepage on the recruiting website, e-mailing the 
candidate, etc. If no incomplete flags are set, then a complete record flag is set indicating 
that the candidate's record is available for full matching. 

FIG. 14 is a flow diagram related to the identification of incomplete candidate 
records, the notification of candidates having incomplete records, and the completion of 
such records. In the embodiment shown in FIG. 14, the system 10 generates reports on 
incomplete candidate profiles, as shown in block 236. The system 10 can then generate a 
reminder e-mail to all candidates having an incomplete profile, as shown in block 238. 
Additionally or alternatively, the system 10 generates an individual reminder e-mail to 
each candidate having an incomplete profile, as shown in block 240. Additionally or 
alternatively, the system 1 0 generates a promotional offer on the recruiting website to 
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each candidate having an incomplete profile to return to the website and complete his/her 
registration profile, as shown in block 242. For example, one promotional offer is an on- 
line subscription to a new service. The candidate may re-enter the recruiting website to 
compete his/her incomplete profile, as shown in block 244. The candidate then 
completes the candidate questionnaire screens and the system 10 accepts the candidate's 
responses to the candidate questionnaire, as shown in block 248. According to some 
embodiments, the candidate's responses are stored to the database 500 after each screen 
is completed. 

FIG. 15 is a flow diagram illustrating an example of a method of employing a 
database containing employment position and candidate records to identify a desired 
number of qualified candidates for the position. In the embodiment shown in FIG. 15, a 
search consultant enters the recruiting website and enters the employer identification 
number and the desired engagement number, as illustrated in block 302. The search 
consultant then selects the matching function from the menu on the website, as shown in 
block 304. The search consultant then reviews the weights of the employment 
parameters, as determined previously by employer, as shown in block 306. These 
weights were assigned according to their importance to the position being filled. The 
employment parameters include education, desired/required certifications, 
desired/required degrees, experience (by function, position, and/or number of years of 
experience), position opening, compensation, employer location, desired company size, 
desired company, desired classification of company, desired/required industry, employer 
qualitative assessment (job profile and cultural fit), career challenges, and responsibilities 
(skill match) parameters. 

The system 10 then prompts the employer to select a subset of the search 
parameters identified above, if desired, as shown in block 307. In this way, the search 
consultant can focus the search to emphasize certain of the parameters. The system 1 0 
then performs a matching function in block 308, which is described in more detail in 
relation to FIGs. 16-28b below. Next, the search consultant reviews the output from the 
matching function (e.g. , the list of the top 50 candidates), as shown in block 310. He/she 
can then review, print-out or bookmark the matching candidates, as shown in block 312. 
FIGs. 12a-12c and 13a-13d illustrates example screens showing how one example 
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candidate compares to the employment position parameters. This report may be 
reviewed with the employer to evaluate whether the candidate's qualities match what the 
employer requires and/or desires in a candidate. 

In block 314, the search consultant decides whether enough qualified candidates 
were found by the matching function, block 308. If there were, the matching candidates 
and their corresponding parameters are noted, printed-out or bookmarked, as shown in 
block 316. If not enough qualified candidates were found, the search consultant decides 
what parameters to manipulate to net more candidates, as shown in block 318. As shown 
in block 320, the number of candidates retrieved from the database 500 can be adjusted, 
e.g., from 50 to 500 candidates. Additionally or alternatively, the search consultant may 
redefine the position restrictions and execute another database search, as shown in block 
322. Additionally or alternatively, the search consultant may re-search the database 500 
by targeting the candidate's desired position, or the candidate's actual work experience, 
or both, as shown in block 324. Additionally or alternatively, the search consultant may 
review and/or override the employer's original employment parameter weighting, as 
shown in blocks 326 and 306. Then, the search can be re-run (block 308). The loop 
comprising blocks 308, 310, 312, 314, 318, 320, 322, 324, and/or 326 may be repeated 
until enough qualified candidates are found. 

The matching function of block 308 of FIG. 15 is shown in more detail in FIG. 
16. In the embodiment shown in FIG. 16, the system 10, in block 330, compares the 
employment responsibilities with the responsibilities of each candidate in the database 
500 (see FIG. 17). In block 332, the system 10 compares the employment challenges (as 
identified by the employer) with the challenges identified by each candidate in the 
database 500 (see FIG. 18). Next, the required/desired industry to be targeted by the 
employer is compared with the industry in which each candidate in the database 500 
works, as shown in block 334 (see FIGs. 19a and 19b). 

The system 1 0 then compares the specific company from which to hire the 
candidate (as identified by the employer) with the company in which each candidate in 
the database 500 works, as shown in block 336 (see FIG. 20). In block 338, the system 
10 compares the required/desired company size with the size of the company in which 
each candidate in the database 500 works (see FIG. 21). The system 10 next compares 
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the required/desired company classification with the company classification of the 
company where each candidate in the database 500 works, as shown in block 340 (see 
FIG. 22). The system 10, in block 342 and 343, compares the required/desired work 
experience with the work experience of each candidate in the database 500 (see FIG. 23). 

The system 10 then compares the required/desired degree with the degree of each 
candidate in the database 500, as shown in block 344 (see FIGs. 24a and 24b). Next, the 
system 10 compares the required/desired professional certification with the professional 
certification, if any, of each candidate in the database 500, as shown in block 346 (see 
FIG. 25). The system 10 compares the employer's qualitative assessment parameters 
with the qualitative assessment results of each candidate in the database 500, as shown in 
block 348 (see FIG. 26). 

The system 10 then applies, in block 350, the employment parameter weights and 
computes the degree of correspondence between the candidate information for each 
candidate and the employment parameters, as shown in the scoring table illustrated in 
FIGs, 27a-c. In one embodiment, the system 10 computes the degree of correspondence 
between each employment parameter and each corresponding candidate parameter. A 
parameter comparison value is calculated for each parameter. In one embodiment, the 
degree of correspondence for each parameter is represented by a number between 0 and 
100, 100 being a perfect match. The system 10 then calculates, for each candidate, a 
candidate matching value based on the parameter comparison values. In one 
embodiment, the parameter comparison values for each parameter are summed and 
adjusted according to the parameter weights assigned by the employer. For example, if 
the employer weighed ten parameters equally (i.e., 10 points each), a candidate with 80 
points for a particular parameter would have an adjusted score of 8 points. All the 
adjusted point totals for the ten parameters would then be summed and the resulting total 
would be the candidate's score (matching value). The degree of correspondence 
(matching value) for each candidate is stored in the database 500. 

All of the matching steps need not be completed for each candidate. Rather, 
candidate records can be eliminated as inadequate matches are found. For example, if 
the employment position is a marketing job at a pharmaceutical company and several 
candidates listed their desired position as an associate attorney in a private law firm, 
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those candidates are eliminated after evaluating the desired position parameter match. 
Similarly, if the employment position required a college degree and several candidates 
had no college degree, those candidates are eliminated after evaluating the education 
parameter match. 

FIG. 17 illustrates an embodiment o f a responsibilities matching process of block 
330 of FIG. 16 in more detail. There, skill parameters refer to employee skills such as 
working in a fast growth business, in a rapidly changing environment, etc. In the 
embodiment shown in FIG. 17, the system 10 first obtains the employer's skill 
requirements, as shown in block 362. The system 10 next obtains a candidate's skill 
information from the database 500, as shown in block 364. In block 365, the system 10 
determines whether the candidate is seeking the identical position that the employer is 
seeking to fill. If the candidate is not seeking the identical position, the system moves to 
block 370. Otherwise, the system moves to block 366 where the system 10 computes the 
correspondence between the employer's skill requirements and the candidate's skills 
information. In one embodiment, the system 10 determines the correspondence by 
computing the least squares value between the employer's skill requirements and the 
candidate's skills information. This curve fitting approach gives a good estimate of the 
correspondence between the employer's parameters and the candidate's parameters. 
Other known techniques for determining the correspondence between two parameters 
may be used, as will be appreciated by those skilled in the art. In block 368, the system 
10 calculates the points for the skills match. The system then moves to the next 
functional block 332 to calculate the challenges match. Where the candidate is not 
seeking the identical position that the employer is seeking to fill, the system 10 will 
determine whether the candidate's skills are in the same functional area as specified by 
the employer, as shown in block 370. If they are not, the system moves to the challenges 
match, block 332. Otherwise, if the candidate's skills are in the same functional area as 
specified by the employer, the system sets default points corresponding to the functional 
area of the candidate's skills, as shown in block 371. Then, the system stores the 
applicable matching points corresponding to the skills match and/or the functional area 
match, as shown in block 372. The system 10 then moves on to the next functional block 
332 to calculate the challenges match. 
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FIG. 18 illustrates an embodiment of a challenges matching process of block 332 
of FIG. 16 in more detail. In the embodiment shown in FIG. 18, the system 10 first 
obtains the employment challenges identified by the employer, as shown in block 374. 
The system 10 then obtains the candidate challenges identified by the candidate, as 
shown in block 376. These challenges may include working in a rapidly changing 
environment, working with major new systems initiatives, being number one or two in an 
industry, working at a fast growth company, with major new systems, focusing on 
market share increases, etc. The system 10 then matches the employment challenges 
with the challenges identified by each candidate in the database 500, as shown in block 
378. Candidates with at least three matches are then identified, as shown in block 380. 
Candidates with at two matches are then identified, as shown in block 382. Next, the 
system 10 identifies candidates with one challenges match, as shown in block 384. The 
system 10 calculates the corresponding points for each candidate for the challenges 
match in block 386. The points are then stored to the database 500, as shown in block 
388. 

FIGs. 19a and 19b illustrate an embodiment of the industry matching process of 
block 334 of FIG. 16 in more detail. In the embodiment shown in FIG. 19a, the system 
10 retrieves from the database 500 the employer's required industry classification, i.e., 
the industry from which the candidate must be obtained (as specified by the employer), 
as shown in block 390. In one embodiment, the U.S. government's standard industry 
classification (SIC) is used to determine whether the employer's required industry 
experience matches the candidate's industry experience. SIC codes are classified such 
that each category has a two number code, and each subcategory thereunder has from a 
three to five digit code depending on the specificity of the subcategory. An example SIC 
code for engineering is as follows: 



87 Engineering & Management Services 

871 Engineering & Architectural Services 

871 1 Engineering services 

8712 Architectural services 

87 1 3 Surveying Services 

872 Accounting, Auditing & Bookkeeping. 



CA 02277261 1999-07-09 



24 

The system 10 retrieves from the database 500 the SIC code for each candidate, 
as shown in block 392. Next, the system 10 matches the employer SIC code with each 
candidate's SIC code, as shown in block 394. If the SIC codes match, the system 10 
calculates the points corresponding to the match, as shown in block 400. Otherwise, if 
the SIC codes do not match, the system 10 drops from the employer's required 
classification the last SIC digit and then compares the resulting SIC code with each 
candidate's SIC code to determine whether there is a match, as shown in block 396. 
Because of the SIC code classification scheme, dropping the last SIC digit from the 
employer's required classification and then re-comparing the resulting SIC code with 
each candidate's SIC code determines whether there is a more general industry 
classification match. That is what is done in block 396. It will be appreciated, however, 
that other industry classification systems may be used instead, such as, for example, the 
North American Industry Classification System (NAICS) which is a six digit 
classification code, as opposed to the five digit SIC code. Similar to the SIC code, the 
first two digits of the NAICS code designate major economic sectors. 

In the described embodiment, if the SIC classifications match, the system 10 
moves on to block 400. Otherwise, if the SIC classifications do not match, the system 10 
then determines whether the employer SIC code resulting from block 396 is less than 2 
digits, as shown in block 398. If it is not, blocks 396 and 398 are repeated. Otherwise, 
there is no classification match and the system 1 0 moves on to block 400. There, the 
system 10 calculates the points for the industry classification(s) match. Where only a 
partial industry match is found (e.g., a two digit SIC code match), less points are 
awarded. The total points awarded are then stored to the database 500, as shown in block 
402. 

In the embodiment shown in FIG. 19b, the system 10 retrieves from the database 
500, in block 404, the employer's "desired" SIC industry classification, as opposed to the 
"required" SIC classification, as detailed above in connection with FIG; 19a. The system 
10 then retrieves from the database 500 the SIC industry classification for each 
candidate, as shown in block 406. Next, the system 10 matches the employer's desired 
SIC industry classification with each candidate's SIC code, as shown in block 408. If the 
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SIC codes match, the system 10 calculates the points corresponding to the match, as 
shown in block 416. Otherwise, if the SIC codes do not match, the system 10 drops from 
the employer's desired industry classification the last SIC digit and then compares the 
resulting SIC code with each candidate's SIC code to determine whether there is a match, 
as shown in block 410. If the SIC codes match, the system 10 moves on to block 416. 
Otherwise, if the SIC codes do not match, the system 10 then determines whether the 
employer SIC code resulting from block 410 is less than 2 digits, as shown in block 412. 
If it is not, blocks 410 and 412 are repeated. Otherwise, there is no industry 
classification match and the system 10 moves on to block 414. Block 414 checks 
whether the system 10 has reached the end of the candidate's SIC codes, i.e., where the 
candidate has worked in more than one industry, the system 10 compares each of the 
candidate's classification codes for each industry. If the system has not reached the end 
of the candidate's SIC list, the candidate's next SIC code is retrieved (block 406) and the 
process is repeated. Otherwise, the system 10 moves on to block 416. There, the system 
10 calculates the points for the industry classification(s) match. The points are then 
stored to the database 500, as shown in block 418. 

FIG. 20 illustrates an embodiment of a company matching process of block 336 
of FIG. 16 in more detail. In the embodiment shown in FIG. 20, the system 10 first 
retrieves from the database 500, in block 420, the employer's company preference, i.e., 
the company from which the employer desires to hire the candidate. The system 10 then 
retrieves from the database 500 the current or last company where each candidate works 
(or worked), as shown in block 422. In block 424, the system 10 then looks-up the 
company identification number for each candidate's current or last company in the 
database 500. The company identification numbers are obtained from lists such as 
Fortune 500, America's Most Admired Companies, The Global 500, etc. Next, the 
system 10 determines whether the employer's desired company matches each candidate's 
company, as shown in block 426. If the companies match, the system 10 calculates the 
points corresponding to the match, as shown in block 432. Otherwise, if the companies 
does not match, the system 10 determines whether the system 10 has reached the end of 
the list of companies where each candidate worked, as shown in block 428. If the system 
has not reached the end of the candidate's company list, the next listed company is 
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retrieved (block 422) and processing continues using the candidate's next prior employer. 
Otherwise, the system 10 moves on to block 430 where the system 1 0 determines 
whether it has reached the end of the employer's list of preferred companies. If the 
system 1 0 has not reached the end of the employer's list, the next listed preferred 
company is retrieved at block 420 and processing continues using the employer's next 
preferred company. Otherwise, the system 10 moves on to block 432 where the system 
10 calculates the points for the company(s) match. The points are then stored to the 
database 500, as shown in block 434. 

FIG. 21 illustrates an embodiment of a company size matching process of block 
338 of FIG. 16 in more detail. In the embodiment shown in FIG. 21, in block 600, the 
system 10 retrieves from the database 500 the company size desired by the employer. In 
other words, the size of the company from which the employer desires to hire the 
candidate. Next, the system retrieves the candidate's company size experience data, as 
shown in block 602. In one embodiment, the size of each prior company where the 
candidate has worked is retrieved along with the candidate's position in each company 
(e.g., if the candidate was an executive at a company warranting a size adjustment, then a 
multiplier is multiplied to the company size adjustment). The system 10 then computes 
each candidate's current company size as a percentage of the company size desired by 
the employer and applies a corresponding number of matching points, as shown in block 
604. In block 606, the system determines whether the candidate has any additional 
experience. If he/she does not, the system moves to block 614. If the candidate does 
have additional experience, the system computes each candidate's next prior company 
size as a percentage of the company size desired by the employer and applies a 
corresponding number of matching points, as shown in block 608. In block 610, the 
system again determines whether the candidate has any additional experience. If he/she 
does not, the system moves to block 614. If the candidate does have additional 
experience, the system computes each candidate's second prior company size as a 
percentage of the company size desired by the employer and applies a corresponding 
number of matching points, as shown in block 612. Then, in block 614, the system 
awards each candidate with the points corresponding to the largest of each candidate's 
current, or prior, company. The points are then stored to the database 500, as shown in 
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block 616. Next, the system 10 moves on to the next functional block 340 to perform the 
company classification match. 

FIG. 22 illustrates an embodiment of the company classification matching 
process of block 340 of FIG. 16 in more detail. In the embodiment shown in FIG. 22, the 
system 10 retrieves from the database 500, in block 436, the employer's preferred 
company classification, i.e., the type of company from which the employer desires to hire 
the candidate. Examples of preferred company classification lists include: The Fortune 
100, The Fortune 500, The Fortune 1,000, The Global 500, America's Fastest Growing 
Companies, America's Most Admired Companies, etc. The system 10 then retrieves 
from the database 500 the current or last company where each candidate works (or 
worked), as shown in block 438. In block 440, the system 10 then looks-up the company 
identification number for each candidate's company in the database 500. Next, the 
system 10 matches the employer's desired company classification with each candidate's 
company classification, as shown in block 442. If the company classifications match, the 
system 10 calculates the points corresponding to the match, as shown in block 448. 
Otherwise, if the company classifications do not match, the system 10 determines 
whether it has reached the end of the list of companies where the candidate has worked, 
as shown in block 444. If the system has not reached the end of the candidate's list, the 
next company on the list is retrieved (block 438) and the process is continued using the 
candidate's next prior employer. Otherwise, the system 10 moves on to block 446 where 
the system 10 determines whether it has reached the end of the employer's list of 
preferred company classifications. If the system 10 has not reached the end of the 
employer's list, the next preferred company classification on the list is retrieved (block 
436) and processing continues using the employer's next preferred company 
classification. Otherwise, the system 10 moves on to block 448 where the system 10 
calculates the points for the company classification(s) match. The points are then stored 
to the database 500, as shown in block 450. 

FIG. 23 illustrates an embodiment of an experience matching process of blocks 
342 and 343 of FIG. 16 in more detail. In the embodiment shown in FIG. 23, the system 
10 retrieves from the database 500, in block 452, the employer's required experience. 
The system 10 then retrieves from the database 500 each candidate's number of years of 
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experience by position and by functional area, and each candidate's total number of years 
of experience, as shown in block 454. In block 456, the system 1 0 determines each 
candidate's experience as a percentage of the employer's required experience by position 
(e.g. , CFO), as shown in block 456. For example, a candidate may have 60% of the 
number of years of experience required by the employer for the employment position. 
The system 10 calculates, in block 458, the points corresponding to the degree of match 
found in block 456. The system 10 then determines each candidate's experience as a 
percentage of the employer's required experience by functional area (e.g., accounting), as 
shown in block 459. The system 10 then determines, in block 460, each candidate's 
experience as a percentage of the employer's required total number of years of 
experience. Next, the system 10 calculates the combined points corresponding to the 
degree of match between each candidate's experience by functional area and each 
candidate's total years of experience, in block 461. Each candidate's points are then 
stored to the database 500, as shown in block 462. Next, the system 10 moves on to the 
next functional block 344 to perform degree matching. 

FIGs. 24a and 24b illustrate an embodiment of a degree matching process of 
block 344 of FIG. 16 in more detail. In the embodiment shown in FIG. 24a, the system 
10 retrieves from the database 500, in block 463, the employer's required degree. The 
system 10 then retrieves from the database 500 each candidate's education data 
(including degree(s)), as shown in block 464. In block 466, the system 10 determines 
whether the employer's required degree matches each candidate's degree. If the degrees 
match, the system 10 calculates the points corresponding to the match, as shown in block 
472. Otherwise, if the degrees do not match, the system 10 determines whether it has 
reached the end of each candidate's list of degrees, as shown in block 468. If the system 
has not reached the end of the candidate's list, the candidate's next degree is retrieved 
(block 464) and processing continues using that degree. Otherwise, the system 10 moves 
on to block 470 where the system 10 determines whether it has reached the end of the 
employer's list of required degrees. If the system 10 has not reached the end of the 
employer's list, the next required degree is retrieved (block 463) and processing 
continues using the employer's next required degree. Otherwise, the system 10 moves 
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on to block 472 where the system 10 calculates the points for the degree(s) match. The 
points are then stored to the database 500, as shown in block 474. 

In the embodiment shown in FIG. 24b, the system 10 retrieves from the database 
500, in block 476, the employer's desired education data such as degree, degree type 
and/or major, as opposed to the required degree, as detailed above in connection with 
FIG. 24a. As used herein, the term "degree" refers to whether a degree is a bachelor of 
arts or science degree or an associate degree ; the term "degree type" refers to whether a 
candidate's degree is an undergraduate and graduate degree, and the term "major" refers 
to a candidate's college major, such as, for example, accounting, finance, sales, 
marketing, engineering, etc. The system 10 retrieves from the database 500, in block 
478, each candidate's education data (including degree(s), degree type(s) and/or 
major(s)). 

In block 480, the system 10 determines whether the employer's desired degree 
matches each candidate's degTee. If the degrees match, the system 10 moves on to block 
486 where the system 10 determines whether it has reached the end of the candidate's 
education data. If the system 10 has not reached the end of the candidate's data, the 
candidate's next degree is retrieved (block 478) and processing continues using the 
candidate's next degree. Otherwise, if the degrees do not match, the system 1 0 
determines whether the desired degree type (e.g., a masters degree) matches the 
candidate's degree type, as shown in block 482. If there is a degree type match, the 
system 10 moves on to block 486 where the system 10 determines whether it has reached 
the end of the candidate's education data. If the system 10 has not reached the end of the 
candidate's data, the candidate's next degree and/or degree type is retrieved (block 478) 
and processing continues using the candidate's next degree and/or degree type. 
Otherwise, the system 10 determines whether the employer's desired major matches the 
candidate's major, as shown in block 484. 

Whether or not the majors match, the system 10 moves on to block 486 where the 
system 10 determines whether it has reached the end of the candidate's education data. If 
the system 10 has not reached the end of the candidate's data, the candidate's next 
degree, degree type and/or major is retrieved (block 478) and processing continues using 
the candidate's next degree, degree type and/or major. Otherwise, the system 10 moves 
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on to block 488 where the system 10 determines whether it has reached the end of the 
employer's list of desired education data. If the system 10 has not reached the end of the 
employer's list, the next desired degree, degree type and/or major is retrieved (block 476) 
and the process is continued using the employer's next desired degree, degree type and/or 
major. Otherwise, the system 10 moves on to block 490 where the system 10 calculates 
the points corresponding to the education data match. The points are then stored to the 
database 500, as shown in block 492. 

FIG. 25 illustrates an embodiment of a certification matching process of block 
346 of FIG. 16 in more detail. In the embodiment shown in FIG. 25, the system 10 
retrieves from the database 500, in block 620, the professional certifications required or 
desired by the employer. The system then retrieves a candidate's experience data 
including professional certifications, if any, in block 622. Next, the system determines, 
in block 624, whether the candidate has the employer's desired certification. If there is 
no match, the system moves to block 628. Otherwise, if there is a desired certification 
match, the system moves to block 626 where the system awards the total points available 
for a match. In block 628, the system determines whether the candidate has any other 
certifications. If the system has not reached the end of the candidate's certifications, the 
candidate's next certification is retrieved (block622) and processing continues using the 
candidate's next certification. Blocks 622, 624, 626, and 628 are repeated until all of the 
candidate's certifications are evaluated. Next, the points are stored to the database 500, 
as shown in block 630. The system 10 then moves on to the next functional block 348 to 
perform assessment matching. 

FIG. 26 illustrates an embodiment of a qualitative matching process of block 348 
of FIG. 16 in more detail. In the embodiment shown in FIG. 26, the system 10 retrieves 
from the database 500, in block 632, the qualitative assessment results for the employer. 
The system 10 then retrieves the qualitative assessment results for a candidate, in block 
634. Next, the system determines, in block 636, the degree of correspondence between 
the employer and candidate qualitative assessment results. In one embodiment, the 
system 10 determines the correspondence by computing the least squares value between 
the employer's and the candidate's results. This is one of a number of known curve 
fitting techniques that can be used. In another embodiment, a matching program 
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developed by Decision Dynamics Group of Thousand Oaks, California is used. This 
embodiment is explained in more detail below in relation to FIGs. 28a-28b. The system 
10 then stores the average degree of match percentage to the database 500, as shown in 
block 644. The system 10 then moves on to the next functional block 350, the scoring 
table. 

In the matching program developed by Decision Dynamics Group, the system 10 
retrieves, in block 650, the responses from the candidate questionnaires (representative 
candidate questions are shown in FIGs. 1 Oc-x). The candidate responds to each question 
by selecting a qualitative parameter value, e.g., between one to seven. The system 10 
then retrieves, in block 652, the responses from the employer questionnaires 
(representative employer questions are shown in FIGs. 6c-p). The employer responds to 
each question by selecting a qualitative parameter value, e.g., between one to seven. 
Next, the system matches the candidate and employer responses, as shown in block 658. 
The matching block 658 is shown in more detail in FIG. 28b. There, each qualitative 
candidate parameter is matched with each corresponding qualitative employer parameter 
and the degree of correspondence between them is calculated as a percentage (block 
660). For example, if the candidate assigned the first parameter a value of six and the 
employer assigned the first parameter a value of six, there would be a 1 00% match. The 
percentage match for each group of parameters is then determined (block 662). For 
example, if the qualitative parameters are grouped into three groups, the average degree 
of match for each group is determined (see e.g., FIG. 12a for an example employer 
screen showing the percentage match for three groups of qualitative parameters, "overall 
style fit", "role style fit", and "operating style fit"). If there are, e.g., three parameters per 
group, and the correspondence between the employer and candidate parameters is 1 00%, 
80% and 60%, respectively, then the average degree of match for that group is 80%. 
Next, the percentage match for all the qualitative parameters is totaled and averaged 
(block 664). The average degree of match between all the qualitative parameters is 
determined by totaling the percentage match between each employer and candidate 
parameter and dividing by the total number of parameters. 

FIGs. 27a-c illustrate a table showing an embodiment of the scoring process of 
block 350 of FIG. 16 in more detail. In one embodiment, the system 10 first applies the 
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parameter weights assigned by the employer and then computes the total degree of 
correspondence score for each candidate. Referring to the scoring table of FIG. 27a, the 
responsibilities match of block 330 is determined, in one embodiment, by computing the 
least squares value between the employer's responsibilities requirements and the 
candidate's responsibilities information. Initially, the employer distributes 100 points 
between 10 required responsibilities (see e.g., FIG. 6b). Likewise, the candidate 
distributes 100 points between 10 responsibilities in which the candidate has experience 
(see e.g., FIG. 10a). The calculations proceed by subtracting the points assigned by the 
employer from the points assigned by the candidate and squaring that difference for each 
responsibility. Then, the sum of the squares is added to yield a gross value. Depending 
on where the gross value falls on the match Criteria Scale, the system 1 0 awards the 
appropriate points. For example, if the gross value is 350, then the candidate has 
responsibilities that are Related to the employer's requirements. Accordingly, the system 
awards 70 points for the Related match. 

The challenges match of block 332 is determined, in one embodiment, by 
determining whether the candidate identified any of the challenges listed by the employer 
as being important. In one embodiment, the employer selects three challenges out of a 
list of, for example, 15 challenges as being important to the employment position (see 
e.g., FIG. 6a). Then, if the candidate selects the same three challenges (see e.g., FIG. 
10b), the system awards 100 points. Similarly, if the candidate selects two of the same 
challenges, the system awards 80 points, and if the candidate selects one of the same 
challenges, the system awards 60 points. 

The required industry match of block 334 is determined, in one embodiment, by 
comparing the industry classification identified by the candidate with the required 
industry identified by the employer. For example, the system will provide a list of 
industries from which the candidate can chose (see e.g., FIG. 9b). Each industry has a 
corresponding 2-5 digit SIC code. Thus, the SIC code corresponding to the industry 
identified by the candidate is compared with the SIC code of the required industry 
identified by the employer (see e.g., FIG. 5b). If there is a five-digit match, 100 points 
are awarded. Likewise, if there is a four-digit match, 80 points are awarded, if there is a 
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three-digit match, 60 points are awarded, and if there is a two-digit match, 40 points are 
awarded. Otherwise, no points are awarded. 

The desired industry match of block 334 is determined in a similar manner; 
however, a maximum of 80 points are awarded to differentiate a desired industry match 
from a required industry match. Thus, if there is a five-digit match, 80 points are 
awarded, if there is a four-digit match, 60 points are awarded, if there is a three-digit 
match, 40 points are awarded, and if there is a two-digit match, 20 points are awarded. 
Otherwise, no points are awarded. If the candidate has both the required and the desired 
industry experience sought by the employer, the higher of the two scores is awarded to 
the candidate. 

The determination of whether a candidate works at a desired company, as 
specified by the employer, (block 336) either produces a match or it does not produce a 
match; the candidate either works for the desired company or he/she does not. Thus, the 
system awards 100 points for a match, and no points otherwise. 

Likewise, the determination of whether a candidate works for a company in a 
desired classification, as specified by the employer, (block 340) either produces a match 
or it does not produce a match; the candidate either works for a company in the desired 
classification or he/she does not. Thus, the system awards 100 points for a match, and no 
points otherwise. 

Referring to FIG. 27b, the company size match of block 338 is determined, in one 
embodiment, by comparing the annual sales of the candidate's current employer with the 
annual sales range identified by the employer as desirable. For example, if an employer 
desires a candidate from a company having annual sales between $101 -$300 million, and 
a candidate works at, for example, a manufacturing company with annual sales of $150 
million, the system will award 100 points. However, if the candidate works at, for 
example, a manufacturing company with annual sales of $25 million, the system will 
award 60 points. In another embodiment, the number of staff at the candidate's company 
(for example a law firm or accounting firm) is compared with the number of staff range 
identified by the employer as desirable. For example, if an employer desires a candidate 
from a law firm having between 75-99 attorneys, and a candidate works at a law firm 
with 80 staff attorneys, the system will award 100 points. However, if the candidate 
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works at a law firm with 1 0 staff attorneys, the system will award 40 points. In still 
another embodiment, the total assets of the candidate's company (for example a bank or 
brokerage firm) are compared with the assets range identified by the employer as 
desirable. For example, if an employer desires a candidate from a brokerage firm having 
between $251 -$500 billion in assets, and a candidate works at a brokerage firm with 
$270 billion in assets, the system will award 100 points. However, if the candidate 
works at a brokerage firm with $15 billion in assets, the system will award 60 points. 

The experience match of block 342 is determined, in one embodiment, by 
comparing the candidate's number of years of experience (measured in months) with the 
years of experience required by the employer. If the candidate has less than 50% of the 
required experience, no points are awarded. However, if the candidate has at least 50% 
of the required experience, the system will award between 50 and 100 points. This is a 
linear function. Thus, if the candidate has 52% of the required experience then, 4 points 
are awarded. Likewise, if the candidate has 99% of the required experience, then 98 
points are awarded. 

The candidate's experience by function (block 342) is computed by comparing 
the candidate's number of years of experience (measured in months) at that function 
(e.g., accounting) with the years of experience by function required by the employer. 
This is computed as a linear function. Thus, if the candidate has 52% of the required 
experience by function, then 52 points are awarded. Likewise, if the candidate has 99% 
of the required experience by function, then 99 points are awarded. 

The total points awarded for the candidate's years of experience and years of 
experience by function are then averaged. Thus, in the above example, if the candidate 
was awarded 4 points and 52 points for the candidate's years of experience and years of 
experience by function, respectively, then the system would award a total of 28 points for 
the candidate's experience. 

The candidate's experience by position (block 343) is computed by comparing 
the candidate's number of years of experience (measured in months) at that position (e.g., 
CFO) with the years of experience by position required by the employer. This is 
computed as a linear function. The candidate's current and last three jobs are evaluated, 
with each prior job point total being discounted by an appropriate multiplier. Thus, if the 
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candidate's current job provides 52% of the required experience by position, then 52 
points are awarded. Likewise, if the candidate's first prior job provides 40% of the 
required experience by position, then 40 points times 80% or 32 points are awarded. If 
the candidate's second prior job provides 75% of the required experience by position, 
then 75 points times 60% or 45 points are awarded. And if the candidate's third prior job 
provides 30% of the required experience by position, then 30 points times 40% or 12 
points are awarded. The total of all the points awarded for the candidate's current and 
last three jobs are totaled, with a maximum of 100 points awarded. 

Referring to FIG. 27c, the degree match of block 344 is determined, in one 
embodiment, by comparing the candidate's degree with the employer's required degree. 
Here, either the degrees match or they do not match; thus, the system awards 100 points 
for a match, and no points otherwise. 

The desired degree match of block 344 is computed by comparing the candidate's 
degree with the employer's desired degree. If, for example, the desired degree is a Ph.D. 
in finance, and the candidate has a Ph.D. in finance, 80 points are awarded (not 100 so 
that the required and desired degree scores can be differentiated). If the candidate has a 
Ph.D. in accounting, 60 points are awarded for this equivalent degree (i.e., a doctorate 
degree). If the candidate has an MBA in management, 40 points are awarded for this 
lower level degree (i.e. , a masters degree). If the candidate has a BS in finance, 0 points 
are awarded. 

The certification match of block 346 is determined, in one embodiment, by 
comparing the candidate's certification with the employer's required certification. Here, 
either the certifications (e.g., CPA) match or they do not match; thus, the system awards 
100 points for a match, and no points otherwise. 

Likewise, the employer's desired certification (block 346) either matches or it 
does not match the candidate's certification; thus, the system awards 100 points for a 
match, and no points otherwise. 

The quantitative parameter weights are then applied to the ten point totals from 
blocks 330, 332, 334, 336, 338, 340, 342, 343, 344 and 346 found in FIGs. 27a-c such 
that each candidate has between 0 and 100 points. For example, if the employer weighed 
all the first ten parameters equally (i.e., 10 points each) when entering the information on 
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FIG. 5g, a candidate with 80 points for the challenges match would have 8 points. All 
the adjusted point totals for the ten parameters would be summed, yielding (y). 
However, if the employer weighed four of the parameters equally (i.e., 25 points each for 
four of the ten parameters), a candidate with 80 points for the challenges match would 
have 20 points. The adjusted point total for the four weighted parameters would be 
summed, yielding (y). The candidate's quantitative parameter subtotal is determined by 
totaling the score for each quantitative parameter (x) and dividing by the total of the 
adjusted points (y), yielding (z). 

The qualitative assessment match of block 348 is determined by comparing the 
candidate and employer responses for each group of parameters. In the illustrated 
embodiment, there are three groups of qualitative parameters, (a), (b), and (c). The 
percentage match for each group is then totaled and averaged, yielding (d). 

The candidate's final score is determined by taking the qualitative match 
percentage (d) (multiplying by 100) and adding that result to the quantitative parameter 
subtotal (z) and dividing by two (the candidate's final score will be a number between 
one and 100). 

In one embodiment, the qualitative assessment result (d) is 70% of the 
candidate's score and the ten quantitative parameter subtotal (z) is 30% of the 
candidate's score. However, the search consultant can adjust these default settings to 
vary the weight given the qualitative assessment result, or any of the quantitative 
parameters, to prioritize the candidates found by the system. 

In an alternative embodiment, candidates for a unique employment position are 
recruited by advertising in a publication, such as the Wall Street Journal. In this 
embodiment of the system 10, an advertisement is placed in a publication advertising an 
employer's position and targeting specific candidates. The ad directs candidates to the 
recruiting website and includes a code that can be entered at the site allowing such 
candidates to access modified registration screens specifically targeted to obtaining 
information relevant to filling the advertised employment position. The employment 
parameters are matched with the candidate parameters, as detailed above in relation to 
FIGs. 16-28b. The candidates are provided feedback, as detailed above in relation to 
FIG. 8. 
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While the present invention has been described with reference to one or more 
embodiments, those skilled in the art will recognize that many changes may be made 
thereto without departing from the spirit and scope of the present invention which is set 
forth in the following claims. 
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THE EMBODIMENTS OF THE INVENTION IN WHICH AN EXCLUSIVE 
PROPERTY OR PRIVILEGE IS CLAIMED ARE DEFINED AS FOLLOWS: 

1 . A computer system for matching one or more candidates with an employment 
position of an employer, the computer system comprising: 

a processor; and 

a database accessible to the processor; 
the processor being programmed to: 

retrieve employment parameters from the database; 

retrieve candidate parameters from the database; 

compare the candidate parameters with the employment parameters; and 

compute the degree of correspondence between the candidate parameters 
and the employment parameters. 

2. The computer system of claim 1 , wherein the computer system is further 
programmed to assign points based on the degree of correspondence. 

3. The computer system of claim 2, wherein the computer system is further 
programmed to accumulate for the candidate a point total corresponding to the degree of 
correspondence. 

4. The computer system of claim 1 , wherein the database has stored therein 
employment parameters associated with an employment position record and a plurality of 
candidate records, each candidate record having candidate parameters corresponding to 
the employment parameters; 

wherein the candidate parameters are compared with the employment parameters 

by: 

comparing individual ones of the employment parameters associated with 
the employment record with corresponding individual ones of the candidate parameters 
associated with each of the candidate records; and 

wherein the degree of correspondence is computed by: 

calculating, for each comparison, a parameter comparison value; and 
calculating, for each candidate record, a candidate matching value based 
on the parameter comparison values. 

5. The computer system of claim 1, wherein the computer system is further 
programmed to: 
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provide a candidate questionnaire to the candidate, the candidate questionnaire 
including candidate questions and qualitative assessment questions; 

receive responses to the candidate questionnaire; 

determine from the responses to the candidate questionnaire candidate 
parameters; and 

store the candidate parameters to the database. 

6. The computer system of claim 1, wherein the computer system is further 
programmed to: 

provide an employment questionnaire to an employer, the employment 
questionnaire including employment position questions and qualitative assessment 
questions; 

receive responses to the employment questionnaire; 

determine from the responses to the employment questionnaire employment 
parameters; and 

store the employment parameters to the database. 

7. The computer system of claim 1, wherein the employment parameters include the 
education, experience, position opening, compensation, employer location, and employer 
qualitative assessment parameters. 

8. The computer system of claim 7, wherein the candidate parameters include 
present employer, education, employment history, desired position, desired 
compensation, location preference, and candidate qualitative assessment parameters. 

9. The computer system of claim 8, wherein the computer system is further 
programmed to provide the candidate qualitative assessment parameters to the candidate. 

1 0. The computer system of claim 8, wherein the computer system is further 
programmed to compare the set of candidate parameters with the set of employment 
parameters by: 

comparing each candidate's education with the position's education parameters; 
comparing each candidate's employment history with the position experience 
parameters; 

comparing each candidate's desired position with the position opening 
parameters; 
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comparing each candidate's desired compensation with the position 
compensation parameters; 

comparing each candidate's location preference with the position location 
parameters; and 

comparing each candidate's qualitative assessment with the employer qualitative 
assessment parameters. 

1 1 . The computer system of claim 10, wherein the candidate parameters include the 
candidate's education information, current position information, location preference, and 
current salary. 

12. A computer system for matching one or more candidates with an employment 
position of an employer, the computer system comprising: 

a processor; and 

a database accessible to the processor; 
the processor being programmed to: 

retrieve employment parameters from the database; 

retrieve responses to a candidate questionnaire, the candidate 
questionnaire including candidate questions and qualitative assessment questions; and 

determine from the responses to the candidate questionnaire candidate 

parameters. 

1 3 . The computer system of claim 1 2, wherein the computer system is further 
programmed to: 

provide an employment questionnaire to an employer, the employment 
questionnaire including employment position questions and qualitative assessment 
questions; 

receive responses to the employment questionnaire; and 
store the employment parameters to the database. 

14. The computer system of claim 13, wherein the computer system is further 
programmed to determine from the responses to the employment questionnaire 
employment parameters. 

15. The computer system of claim 1 4, wherein the computer system is further 
programmed to compare the candidate parameters with the employment parameters. 
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1 6. The computer system of claim 1 2, wherein the candidate parameters include 
present employer, education, employment history, desired position, desired 
compensation, location preference, and candidate qualitative assessment parameters. 

17. The computer system of claim 16, wherein the computer system is further 
programmed to provide the candidate qualitative assessment parameters to the candidate. 

1 8. A method for matching one or more candidates with an employment position of 
an employer by processing electronically captured information, the method comprising: 

providing a candidate questionnaire to a candidate, the candidate questionnaire 
including candidate questions and qualitative assessment questions; 

electronically capturing responses to the candidate questionnaire; 

determining from the responses to the candidate questionnaire candidate 
parameters; 

storing the candidate parameters to a database; 

providing an employment questionnaire to an employer, the employment 
questionnaire including employment position questions and qualitative assessment 
questions; 

electronically capturing responses to the employment questionnaire; 
determining from the responses to the employment questionnaire employment 
parameters; 

storing the employment parameters to the database; 

retrieving the candidate parameters and the employment parameters from the 
database; 

comparing the candidate parameters with the employment parameters; and 
computing the degree of correspondence between the candidate parameters and 
the employment parameters. 

19. The method of claim 1 8, further including assigning points based on the degree of 
correspondence. 

20. The method of claim 19, further including accumulating a point total for the 
candidate corresponding to the degree of correspondence. 

21 . The method of claim 20, further including selecting the candidate based at least 
partially on the point total. 
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22. The method of claim 1 8, wherein the candidate parameters include present 
employer, education, employment history, desired position, desired compensation, 
location preference, and candidate qualitative assessment parameters. 

23. The method of claim 18, wherein the employment parameters include education, 
experience, position opening, compensation, employer location, and employer qualitative 
assessment parameters. 

24. The method of claim 23, wherein comparing the candidate parameters further 
includes: 

comparing each candidate's education with the position's education parameters; 
comparing each candidate's employment history with the position experience 
parameters; 

comparing each candidate's desired position with the position opening 
parameters; 

comparing each candidate's desired compensation with the position 
compensation parameters; 

comparing each candidate's location preference with the position location 
parameters; and 

comparing each candidate's qualitative assessment with the employer qualitative 
assessment parameters. 

25. A method of matching one or more candidates with an employment position of an 
employer using a computer server to process data from an Internet web site, the computer 
sewer including a database, the method comprising: 

receiving employment parameters; 
storing the employment parameters to the database; 
receiving candidate parameters from a plurality of candidates; 
storing the candidate parameters to the database; 

retrieving the candidate parameters for each candidate and the employment 
parameters; 

comparing the candidate parameters for each candidate with the employment 
parameters; and 
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computing the degree of correspondence between the candidate parameters for 
each candidate and the employment parameters. 

26. The method of claim 25, further including assigning points based on the degree of 
correspondence for each candidate. 

27. The method of claim 26, further including accumulating for each candidate a 
point total corresponding to the degree of correspondence for each candidate. 

28. The method of claim 27, further incl uding selecting one or more candidates based 
at least partially on the point total for each candidate. 

29. The method of claim 25, further including: 

providing an employment questionnaire to an employer, the employment 
questionnaire including employment position questions and qualitative assessment 
questions; ( 

receiving responses to the employment questionnaire; and 

determining from the responses to the employment questionnaire the employment 
parameters. 

30. The method of claim 25, further including: 

providing a candidate questionnaire to each candidate, the candidate 
questionnaire including candidate questions and qualitative assessment questions; 
receiving responses to the candidate questionnaire from each candidate; and 
determining from the responses from each candidate to the candidate 
questionnaire the candidate parameters for each candidate. 

3 1 . The method of claim 25, wherein the candidate parameters include present 
employer, education, employment history, desired position, desired compensation, 
location preference, and candidate qualitative assessment parameters. 

32. The method of claim 3 1 , wherein the employment parameters include education, 
experience, position opening, compensation, employer location, and employer qualitative 
assessment parameters. 

33. The method of claim 32, wherein comparing the candidate parameters further 
includes: 

comparing each candidate's education with the position's education parameters; 
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comparing each candidate's employment history with the position experience 
parameters; 

comparing each candidate's desired position with the position opening 
parameters; 

comparing each candidate's desired compensation with the position 
compensation parameters; 

comparing each candidate's location preference with the position location 
parameters; and 

comparing each candidate's qualitative assessment with the employer qualitative 
assessment parameters. 

34. A computer server for matching one or more candidates with an employment 
position of an employer by processing data from an Internet web site, the server 
comprising: 

a processor; and 

a database accessible to the processor; 
the processor being programmed to: 

provide a candidate questionnaire to a candidate, the candidate 
questionnaire including candidate questions and qualitative assessment questions; 

receive responses to the candidate questionnaire; 

determine from the responses to the candidate questionnaire candidate 

parameters; 

store the candidate parameters to the database; 

provide an employment questionnaire to an employer, the employment 
questionnaire including employment position questions and qualitative assessment 
questions; 

receive responses to the employment questionnaire; 
determine from the responses to the employment questionnaire 
employment parameters; 

store the employment parameters to the database; 

retrieve the candidate parameters and the employment parameters from 

the database; 
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compare the candidate parameters with the employment parameters; and 
compute the degree of correspondence between the candidate parameters 
and the employment parameters. 

35. The computer server of claim 34, wherein the server is further programmed to 
assign points based on the degree of correspondence, 

36. The computer server of claim 35, wherein the server is further programmed to 
accumulate for the candidate a point total corresponding to the degree of correspondence. 

37. The computer server of claim 34, wherein the candidate parameters include 
present employer, education, employment history, desired position, desired 
compensation, location preference, and candidate qualitative assessment parameters. 

38. The computer server of claim 37, wherein the employment parameters include 
education, experience, position opening, compensation, employer location, and employer 
qualitative assessment parameters. 

39'. The computer server of claim 38, wherein the server is further programmed to 
compare the candidate parameters with the employment parameters by: 

comparing the candidate's education with the position's education parameters; 

comparing the candidate's employment history with the position experience 
parameters; 

comparing the candidate's desired position with the position opening parameters; 
comparing the candidate's desired compensation with the position compensation 
parameters; 

comparing the candidate's location preference with the position location 
parameters; and 

comparing the candidate's qualitative assessment with the employer qualitative 
assessment parameters. 

40. A method of receiving employer information from an employer, the method 
comprising: 

providing an employment questionnaire to an employer, the employment 
questionnaire including employment position questions and qualitative assessment 
questions; 

receiving responses to the employment questionnaire; 
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determining from the responses to the employment questionnaire employment 
parameters; and 

storing the employment parameters to a database. 

4 1 . The method of claim 40, wherein the employment questionnaire seeks 
information relating to the qualities the employer desires in a candidate such as the 
candidate's work experience, company size, company position, education, certifications, 
and compensation. 

42. A computer system for matching one or more candidates with an employment 
position of an employer, the computer system comprising: 

a processor; and 

a database accessible to the processor; 

the processor being programmed to: 

provide an employment questionnaire to an employer, the employment 
questionnaire including employment position questions and qualitative assessment 
questions; 

receive responses to the employment questionnaire; 

determine from the responses to the employment questionnaire 
employment parameters, the employment parameters including education, experience, 
position opening, compensation, employer location, and employer qualitative assessment 
parameters; 

store the employment parameters to the database; 

provide a candidate questionnaire to a candidate, the candidate 
questionnaire including candidate questions and qualitative assessment questions; 

receive responses to the candidate questionnaire; 

determine from the responses to the candidate questionnaire candidate 
parameters, the candidate parameters including present employer, education, 
employment history, desired position, desired compensation, location preference, 
candidate qualitative assessment parameters; 

store the candidate parameters to the database; 

provide the candidate qualitative assessment parameters to the candidate; 
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compare the candidate parameters with the employment parameters, 

including: 

comparing the candidate's education with the position's education 

parameters; 

comparing the candidate's employment history with the position 

experience parameters; 

comparing the candidate's desired position with the position 

opening parameters; 

comparing the candidate's desired compensation with the position 

compensation parameters; 

comparing the candidate's location preference with the position 

location parameters; and 

comparing the candidate's qualitative assessment with the 

employer qualitative assessment parameters; 

compute the degree of correspondence between the candidate parameters 

and the employment parameters; 

assign points based on the degree of correspondence; and 

accumulate a point total for the candidate corresponding to the degree of 

correspondence. 

43. A computer system for matching one or more candidates with an employment 
position of an employer, the computer system comprising: 
a processor; and 

a database accessible to the processor; 

the processor being programmed to: 

provide an employment questionnaire to an employer, the employment 
questionnaire including employment position questions and qualitative assessment 
questions; 

receive responses to the employment questionnaire; 
determine from the responses to the employment questionnaire 
employment parameters, the employment parameters including education, experience, 
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position opening, compensation, employer location, and employer qualitative assessment 
parameters; 

store the employment parameters to the database; 
provide a candidate questionnaire to a plurality of candidates, the candidate questionnaire 
including candidate questions and qualitative assessment questions; 

receive responses to the candidate questionnaire from each candidate; 

determine from the responses from each candidate to the candidate 
questionnaire candidate parameters for each candidate, the candidate parameters 
including present employer, education, employment history, desired position, desired 
compensation, location preference, and candidate qualitative assessment parameters; 

store the candidate parameters for each candidate to the database; 

provide the candidate qualitative assessment parameters for each 
candidate to each candidate; 

compare the candidate parameters for each candidate with the 
employment parameters, including: 

comparing each candidate's education with the position's 

education parameters; 

comparing each candidate's employment history with the position 
experience parameters; 

comparing each candidate's desired position with the position 

opening parameters; 

comparing each candidate's desired compensation with the 
position compensation parameters; 

comparing each candidate's location preference with the position 
location parameters; and 

comparing each candidate's qualitative assessment with the 
employer qualitative assessment parameters; 

compute the degree of correspondence between the candidate parameters 
for each candidate and the employment parameters; 

assign points based on the degree of correspondence for each candidate; 

and 
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accumulate a point total for each candidate corresponding to the degree of 
correspondence for each candidate. 

44. A computer system for matching one or more candidates with a specific 
employment position of an employer by advertising in a publication, the computer 
system comprising: 

a processor; and 

a database accessible to the processor; 
the processor being programmed to: 

receive a code from the advertisement; 

receive responses to a candidate questionnaire, the candidate 
questionnaire including candidate questions and qualitative assessment questions relating 
to the advertised employment position; 

determine from the responses from each candidate to the candidate 
questionnaire candidate parameters for each candidate; 

compare the candidate parameters with the employment parameters, and 

compute the degree of correspondence between the candidate parameters 
and the employment parameters. 

45. A computer implemented method for matching one or more candidates with an 
employment position of an employer, comprising: 

retrieving employment parameters from a database; 
retrieving candidate parameters from the database; 
comparing the candidate parameters with the employment parameters; and 
computing the degree of correspondence between the candidate parameters and 
the employment parameters. 

46. The method of claim 45, wherein the database has stored therein employment 
parameters associated with an employment position record and a plurality of candidate 
records, each candidate record having candidate parameters corresponding to the 
employment parameters; 

wherein comparing the candidate parameters with the employment parameters 
comprises comparing individual ones of the employment parameters associated with the 



CA 02277261 1999-07-09 



50 

employment record with corresponding individual ones of the candidate parameters 

associated with each of the candidate records; and 

wherein computing the degree of correspondence comprises: 

calculating, for each comparison, a parameter comparison value; and 
calculating, for each candidate record, a candidate matching value based 

on the parameter comparison values. 

47. An Internet based method of receiving information, the method comprising: 
providing a website having a user interface including one or more user windows, 

the one or more windows providing an employment questionnaire to an employer, the 
employment questionnaire including employment position questions and qualitative 
assessment questions; 

receiving at the website responses to the employment questionnaire; 

determining from the responses to the employment questionnaire employment 
parameters; and 

storing the employment parameters to a database. 

48. The method of claim 47, further comprising: 

providing a website having a user interface including one or more user windows, 
the one or more windows providing a candidate questionnaire to a candidate, the 
candidate questionnaire including candidate quantitative questions and qualitative 
assessment questions; 

receiving at the website responses to the candidate questionnaire; 

determining from the responses to the candidate questionnaire candidate 
parameters; and 

storing the candidate parameters to the database. 

49. A computer-readable storage medium containing computer executable code for 
instructing a computer to operate as follows: 

provide an employment questionnaire to an employer, the employment 
questionnaire including employment position questions and qualitative assessment 
questions; 

receive responses to the employment questionnaire; 
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determine from the responses to the employment questionnaire employment 
parameters; and 

store the employment parameters to a database. 

50. A method for matching one or more candidates with an employment position of 
an employer by executing computer code contained on a computer-readable storage 
medium, the method comprising: 

providing an employment questionnaire to an employer, the employment 
questionnaire including employment position questions and qualitative assessment 
questions; 

receiving responses to the employment questionnaire; 

determining from the responses to the employment questionnaire employment 
parameters; and 

storing the employment parameters to a database. 

5 1 . The method of claim 50, further comprising: 

providing a candidate questionnaire to a candidate, the candidate questionnaire 
including candidate quantitative questions and qualitative assessment questions; 

receiving responses to the candidate questionnaire; 

determining from the responses to the candidate questionnaire candidate 
parameters; and 

storing the candidate parameters to a database. 

52. The method of claim 5 1 s wherein the candidate questionnaire includes qualitative 
assessment questions related to the candidate's job challenges, operating styles, role 
styles, leadership styles, motivations, and business environment experience. 

53. The method of claim 52, wherein the qualitative assessment questions include 
conjoint analysis questions. 

54. The method of claim 52, wherein the qualitative assessment questions include 
organizational cultural assessment, job profile assessment, and conjoint analysis 
questions. 

55. The method of claim 52, wherein the qualitative assessment questions include 
organizational cultural assessment questions. 
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56. The method of claim 52, wherein the qualitative assessment questions include job 
profile assessment questions, 

57. The method of claim 50, wherein the employment questionnaire includes 
questions related to the employer's organization, operating style, company challenges, 
position challenges, leadership style, and company motivations. 

58. A method of receiving quantitative candidate information from a candidate, the 
method comprising: 

providing a candidate questionnaire to the candidate, the candidate questionnaire 
including quantitative candidate questions; 

electronically capturing responses to the candidate questionnaire; 

determining from the responses to the candidate questionnaire candidate 
parameters; 

storing the candidate parameters to a database; 
retrieving employment parameters from the database; 
comparing the candidate parameters with the employment parameters; and 
computing the degree of correspondence between the candidate parameters and 
the employment parameters. 

59. The method of claim 58, wherein the candidate parameters include present 
employer, education, employment history, desired position, desired compensation, and 
location preference parameters. 

60. The method of claim 59, further including verifying the candidate's education. 
61 . The method of claim 58, further including determining a skills rating for the 

candidate based on the candidate parameters. 
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Company 
& Position 
Description 



Company Description {Division, if applicable) 

Outline briefly, the products or services provided by your company 
or division: 



Revenue/Assets^ 

E 

Name of parent company (If H 
applicable) 



Total number of employees 



Position Description 

Position Title; 
Position reports to; 
Primary title: [] 



Location: (_ 



Additional tttle'X 
Location: L 



Number of direct reports: g_ 



Number of total staff Jo" 
reporting to position: 

Departmental budget:! 




FIG. 5a 
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Industry 

Experience 

Required 



Lodging and Foodtervk* [Select From LiSt 

ah-ms—im Mtort. Mnmit | Select From List 



Ae/Foreitry/Ffching/HuTTting | Select From Usf 
Art. Fnhrtdnmul A RaC [SelBCt FfOm LiSt 



conrtrueUBn [Select From List*" 
Educrtomi servicM j Select From LteT 
NoiHiumbia mid tad Food | Select From LlsT 
m^h. k sodai A«nt [Select From Ust 
Hkih-T^h tndu»WM [Select From Ust 



Inform^ ft Mldtt [SefeCt From LiSt 
innmne. & tnvatment Fund. jSeteCt From LiSt 

tocninarv & euc Eart Mfo I Select From ust 



HoMno Comomv Momt Svca [Select From USt 

M«iart>VM«tsi Mtg & Product* [Select From List 



Mnlnn nnduJnB <M & Bart |SeteCt FfOm LiSt 

NaM^oroanitgaoni | Select From Ust 



Rem Trade | Select From Ust* 

Tranioortrton Servtow I Select From USt 



Tfamaort/Aaiototoa En* Mfg (Select From USt 
undammd BubMiwrti |Select From list 
unmet I Select From List 



wnmamrtB Trade I Select From List 



FIG. 5b 



^ ^ [Select From ust gj 



ctmatoMP**aiPtom» Mfg [Select From List J 



3 



Profwionaimd-Tech Svct |Select From List jjl 
PubBc Adnnnittnjflon | Select From Ust "M 
Real £stat» & Rtntai/Leasing {Select From List 



3 



•' i v. i- . 
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Industry 

Experience 

Desired 



C Lodging and Foodservice 

G Admin Svcs (ind Waste Mgmt) 

C Ag/Forestry/Fishing/Hunting 

□ Arts, Entertainment & Rec 
G Banking Bnd Finance 

G Chemicals/Plastics/Pharma Mfg 

G Construction 

□ Educational Services 

C Non-durable Mfg ind Food 

G Health Care & Social Assist 

□ High-Tech Industries 
C Information & Media 

G Insurance & Investment Funds 

G Machinery & Etec Eqpt Mfg 

G Holding Company Mgmt Svcs 

G Material/Metal Mfg & Products 

□ Mining (Including OB & Gas) 
D Non-profit Organizations 

G Professional/Sci-Tech Svcs 

C Public Administration 

G Real Estate & Rental/Leasing 

G Retail Trade 

G Transportation Services 

G Transport/Aerospace Eqpt Mfg 

C Unclassified Establishments 

G Utilities 

G Wholesale Trade 



F/G. 5c 
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rnmnanvft Are there specific companies you 

Company or would like us to target? List r 

Function companies: L 

Experience [ 

Profile r 



[ 



[ 



Are there specific companies that 
are off limits to this engagement? r 
List companies: L 



L 



Are there specific classifications of 
companies you would like us to 
target? 



□ Fortune 500 
C Most Admired 
C Global 500 

□ Top 500 Private 

□ Law Firms 

C Accounting Firms 

□ Consulting Firms 



Would you like us to focus on a | Selec U ' 

particular size of company? £ 

What are the minimum years of 

experience the ideal candidate 

should have? I J 

What are the minimum years of 
experience the ideal candidate 
should have in the relevant function 
(e.g. finance): 

What are the minimum years of 
experience the ideal candidate 
should have In the relevant position 
(e.g. controller): 



FIG. 5d 
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Educational 
requirements/qualifications: 





rJa 


desired 


required 


BA: 


® 


C 


o 1 


BS: 


® 


0 


c 1 


JD: 


® 


c 


c 1 


MA: 


® 


c 


c 


MBA: 


® 


o 


<= 1 


MD: 


® 


c 


o 1 


MPA: 


@ 


o 


c 


MS: 


® 


o 


o 


MS Eng: 


® 


c 


o L 


PhD: 


® 


c 


c 1 



Desired Major (optional) 



Profeaoional Certification*: n/a De»ir* Required 



Certified Public Accountant: 


® 


O 


c 


Professional Engineer 


® 


C 


o 


Financial/Securities: 


® 


o 


o 


Legal: 


® ' 


o 


c 


Medical: 


® 


0 


0 




FIG. 5e 
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Enter the compensation details of the position- 



Compensation Expected base 

Guidelines s8,ar y- — LJ 

Annual bonus - — i 
payment (target): I % of base 

Stockoptlons: O Yes O No 

Describe stock 
option plan: .ELJ 

Vacation: O 2 weeks 
O 3 weeks 
O 4weeks+ 
Medical benefits: O Yes O No 
Dental benefits: O Yes C No 
Car allowance: O Yes O No 

Monthly car 

allowance amount - | 

J: 1 

401k: O Yes O No 
401k matching 



amount J* 

Sign-on bonus: O Yes O No 

Sifln-on bonus — 

amount t: _ 

Relocation _ _ t( 
reimbursemertt: O Yes O No 

Relocation amount- - — 

$: 

Tuition _ 
reimbursement: O Yes O No 

Tuition amount 8: 



Other 

compensation:^ ffl I 



| Save & Continue 
I Cancel Page & Exit 



FIG. 5f 
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Please allocate 100 points across the various search parameters 
to reflect your desired weighting. 



Weight of 

Search 

Parameters 



Points 
Allooatad 



Scope of Activities 
Challenges 
Industry Experience 
Specific Company | | 

Company Size | j 

Years; of Experience Total/Function | j 

Years of Experience In Desired Position [ j 

Education 
Professional Certification 
Company Class 



Must total 100 



FIG. 5a 
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With which situations or challenges should the successful 
candidate have experience? Check up to 3 items. 



c 


Rapidly changing environment 


c 


Severe margin pressure 


c 


Fast growth 


c 


Post-merger/acquisition integration 




Turnaround 


c 


Downsizing the work force 


c 


Major new systems initiative 


c 


Resource constraints/long work hours 


c 


Pay for performance 


c 


Empowered/results oriented 


c 


Focus on market share increase 


c 


Be number 1 or number 2 in industry 


c 


Bottom line oriented 


c 


High turnover of senior company executives 



Other Challanges: 




FIG. 6a 
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Scope of 

Art ivitiPS Performing advanced or specialized test and other related 

Mttjviuo " laboratory techniques 



Points 
Allocated 



Initiating quality-control measures and monitoring work 
quality for co mpliance with laboratory standards 

Managing the tenting processes, evaluating testing . , 

methodologies, checking and confirming test results and [_ 

appro ving reports 

Maintaining records for federal, state and other . , 

appropriate license accreditation. Monitoring adherence to | . 

safety r egulations 

Conducting surveys, statistical reports, studies and 
research for hospital management 



Monitoring, recommending and overseeing equipment 

procurement and repair. 



Overseeing staff and activities in laboratory, Including . r 

assigning and distributing work, determining priorities and L ; 

scheduling 



Hiring, evaluating and managing laboratory staff ) j 

Creating, implementing and communicating performance | ' 

criteria I 1 

Maintaining currency on trends In the competitive, p" - J 

regulatory and mul tistats legal environments i 

Additional Requirements: 



Software Packages: 



FIG. 6b 
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Cultural Fit Assessment - Part 1 of 2 

The results of this Assessment win help identify candidates who have the desired characteristics for 
this position. This Assessment is divided Into seven sections. Please choose from the scale 
the degree to which each characteristic is or Is not desired. You must Indicate a preference for each 
characteristic. 

Decision Making and Problem Solving ^ ^ ^ 

Performing quantitative analyse* 

Performs mathematical and arithmetic O O O O O O O 

caiculetions quIcWy and accurately. 

Thinking abstractly Reasons beyond 

immediate facts to Identify larger O O O O O O O 

patterns and to draw broad and 
accurate conclusions. 

Conceptualizing broadly Handles 

problems that cross many functional O O O O O O O 

and business boundaries. 

Openness to new Information and 

Ideas Responds positively to new O O O O O O O 

information and Ideas. 

Generating Wees Produces new, 

innovative, or unusual solutions to O O O O O O O 

problems. 

Synthaslxlng/lntegratlng 

information Pulls together and O O O O O O O 

integrates disorganized and disparate 
information to identify trends or to 
identify problems before they occur. 

Evaluating Ideas and alternatives 

Objectively evaluates facts and O O Q O O O O 

information without being biased by 
personal preferences and 
relationships. 



FIG. 6c 
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Planning 

Strategic planning Produces 
long-range plans with objectives and 
strategies clearly identified. 

Tactical planning Produces realistic 
and weU-organi2ed plans and 
schedules to accomplish tasks. 

Adapting to change Modifies plans 
end objectives readily according to 
changing circumstances and 
situations. 



4^ ^ 0^ 4** 

o o o o o o o 

o o o o o o o 

o o o o o o o 



Implementing Plans and Tasks 

Putting plans Into action Follows 
through and takes immediate steps to 
put agreed upon plans Into action. 

Organizing and orchestrating 
events Brings together work 
resources, tools, schedules and 
people as needed to accomplish 
objectives. 

Responding to feedback Uses 

feedback end critical Input from others 
to adjust own work methods and 
behavior. 

Cautious evaluation Responds 
carefully, in an analytic, unhurried and 
unemotional way, to new Input and 
information about opportunities and 
strategies. 

Maintaining high energy Able to 
sustain energy during frequent and 
very prolonged periods of very Intense 
work. 



✓ ^ ✓ 

o o o o o o o 



o o o o o o o 



o o o o o o o 



o o o o o o o 



o o o o o o o 



Implementing Plans and Tasks (cont) 

Persisting In actions and plans 

Retains foeui on established plans 
and actions over long periods of time, 
involving years or many months. 



^ <f ✓ 4* 

o o o o o o o 



FIG. 6d 
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Cultural Fit Assessment - Part 2 of 2 
(Organisational Culture profile - to be completed by at leaat three from department) 

Each organization has an unique culture and structure. Individuals have varying degrees of success 
dSnX upon whether an organization* culture Is "right" for them. For each question please 
use me sLi ito Indicate as accurate as possible the culture and work style of your organization. 
You must leave no questions unanswered. 



1 To what extent does your organization 
aim to Identify and take advantage of 
new business ideas and opportunities as 
they arise. 

2 To what extent is your organization 
determined to grow and expand by 
whatever means possible, Including 
mergers and acquisitions? 

3 To what extent is your organization 
committed to offering only products and 
services of the highest quality and 
reliability? 



o o o o o 
o o o o o 

o o o o o 



4 To what extent does your organization 
aim to develop a broad range of highly 
creative products and services? 

5 To what extent does your organization 
have a flat structure with few levels of 
hierarchy? 

6 To what extent does your organization 
have clear and formal areas of 
responsibility, reporting relationships, 
and lines of command between superior 
and subordinate? 

7 To what extent does your organization 
consist of informal and temporary teams 
that change frequently? 



o o o o o 

o o o o o 

o o o o o 

o o o o o 



FIG. 6e 
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Handling Pressures 

Coping with uncertainty Remains 
calm and effective when information 
and work demands ere unclear, 
shifting, and/or unpredictable. 

Handling complexity Effectively 
handles large amounts of detailed, 
complicated, and time-consuming 
information (both quantitative end 
verbal). 

Dealing with risk Retains confidence 
and thinking capability when faced 
with potential threats Bnd the need to 
take calculated risks. 

Coping with time pressure Celmry 
handles very high workload when 
faced with many. Important, 
shorMerm deadlines. 

Handling stress Reasonably and 
calmly handles situations involving 
interpersonal and emotional conflict, 
and frustration. 



^ # 4* 
o o o o o o o 

o o o o o o o 



o o o o o o o 



o o o o o o o 



o o o o o o o 



Leadership 

Controlling and directing others 

Closely monitors others' work end 
gives frequent, direct instructions to 
assure that objectives are 
accomplished. 

Confronting others Openly and 
directly confronts problems and takes 
a strong, "no nonsense" stand to 
settle disputes or to deal with others 1 
performance problems or deficiencies. 

Persuading and motivating others 
Very capably makes use of 



o o o o o o o 



o o o o o o o 



o o o o o o o 



FIG. 6f 
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persuasive or indirect methods to build 
and sustain motivation, energy and 
commitment In others. 

Communicating expectations 

Assures that others know clearly what 
is expected or needed from them to 
complete tasks end accomplish 
objectives. Does not wait until 
efter-the-fad to make things clear. 

Giving performance feedback 
Regularly and frequently provides 
others with Information about their 
performance. Assists others In 
Identifying dearly where their 
performance exceeds, meets, or falls 
short of objectives, standards, or 
others* expectations end needs. 



Communicating 

Exercising verbal skills Uses an 
extensive and broad-ranging 
vocabulary. 

Articulating compto Ideas and 
Information Orally communicates 
complex ideas and Information in a 
way that others clearly understand 
what Is meant 

Communicating (cont) 

Listening Frequently takes time to 
give careful attention to what others 
have to say, snd shows that others' 
input is understood end appreciated. 



Managing Relationships 

Initiating relationships Very readily 
makes new relationships with people 
without waiting for others to make the 
first move. 

Maintaining contact with others 
Diligently keeps up contacts with 
people. Tekes the initiative to stay In 
touch and In communication and 
remains easily accessible to others. 



o o o o o o o 



o o o o o o o 



✓ <r 

o o o o o o o 
o o o o o o o 



^ J? <f 4^ 

o o o o o o o 



✓ ✓ <^ ^ 

o o o o o o o 
o o o o o o o 



FIG. 6a 



1U 
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Responding to other*' need* Shows 
warmth, appreciation, and 
responsiveness when dealing with the 
needs of others. 

Cooperating Readily modifies plans 
to accommodate others' wortc end 
needs. Finds ways to keep own 
objectives in line with others' plans 
and needs. 

Resolving conflict* Tekes action to 
assist In settling disputes and 
reaching agreements. Resolves 
differences with other people 
effectively, and helps others to resolve 
their differences. 

Facilitating meeting* Speaks up 
readily in formal or informal gatherings 
to bring out information from others, to 
contribute own ideas, and to make the 
exchange of information, ideas, and/or 
plans flow smoothly. 



o o o o o o o 



o o o o o o o 



o o o o o o o 



o o o o o o o 



FIG.6h 
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Managing Relationships (cont.) 

Reading people Perceives other 
people's capabilities, preferences, and 
talents In-depth and with an 
exceptional level of accuracy, without 
being unduly influenced by "first 
impressions" Bnd own personal biases 
and preferences. Possesses an 
in-depth understanding of how 
individual people differ. 

Working Independently Performs 
work very well without relying on 
supervision or Input and assistance 
from others. 



END; Cultural Fit Assessment - Part 1 of 2 



o o o o o o o 



o o o o o o o 



FIG. 67 
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Cultural Fit Assessment - Part 2 of 2 
(Organizational Culture profile - to be completed by at least three from department) 

Each oroanization has an unique culture and structure. Individuals have varying degrees of success 
depending upon whether an organization's culture is "right" for them. For each question please 
use the scale to indicate as accurate as possible the culture and work style of your organization. 
You must leave no questions unanswered. 




1 To what extent does your organization 
aim to identify and take advantage of 
new business ideas and opportunities as 
they arise. 

2 To what extent is your organization 
determined to grow and expand by 
whatever means possible, including 
mergers and acquisitions? 

3 To what extent is your organization 
committed to offering only products and 
services of the highest quality and 
reliability? 



o o o o o 
o o o o o 

o o o o o 



4 To what extent does your organization 
aim to develop a broad range of highly 
creative products and services? 

5 To what extent does your organization 
have a flat structure with few levels of 
hierarchy? 

6 To what extent does your organization 
have clear and formal areas of 
responsibility, reporting relationships, 
and lines of command between superior 
and subordinate? 

7 To what extent does your organization 
consist of informal and temporary teams 
that change frequently? 



o o o o o 

o o o o o 

o o o o o 

o o o o o 



FIG. 67 
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8 To what extent is your organization 
structured in a matrix where some 
people report in two directions (such as 
to a functional manager as well as to a 
project manager)? 

9 To what extent are the technical 
competencies and experience of the 
employees viewed as important in your 
organization? 

10 To what extent Is the personal 
development of the employees viewed as 
important in your organization? 

11 To what extent is the leadership 
potential of the employees viewed as 
important in your organization? 

1 2 To what extent is the quick adaptability 
of the employees viewed as Important in 
your organization? 

1 3 To whet extent does your organization 
motivate its employees by offering them 
markedly higher salaries, bonuses, and 
benefits the higher the level they reach In 
the organization? 

14 To what extent does your organization 
motivate its employees by giving them 
more opportunities to develop and apply 
their creativity? 

15 To what extent does your organization 
motivate its employees by offering new, 
challenging, temporary assignments? 

1 6 To what extent does your organization 
motivate its employees by recognizing 
their expertise through, for example, 
asking them for their advice in important 
decisions? 



o o o o o 



FIG. 6k 
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1 7 To what extent does your organization 
reward successful employees with 
promotions to managerial positions? 

18 To what extent does your organization 
reward employees by giving them more 
autonomy to take risks? 

1 9 To what extent does your organization 
reward successful employees by giving 
them work assignments that enable 
them to broaden their skills? 

20 To what extent does your organization 
reward specialists by giving them extra 
resources, or their own budgets, and 
privileges? 

21 Your organization is primarily aiming to: 

a. enter business areas that are related 
to the existing business; 

b. maintain its present 
market(s) t customers. and operations; 

c. compete for larger market shares and 
expand to international markets; 

d. quickly identify and flexibly adapt to 
changing customer preferences. 

22 The main competitive advantage of your 
organization is to offer: 

a. fast and simple solutions to customer 
problems; 

b. high quality and reliability; 

c. a broad range of complementary 
product and services; 

d. competitive prices through 
cost-efficient large scale operations. 



o 
o 
o 



o 
o 
o 




o 
o 
o 
o 



o 
o 



o 
o 
o 
o 



o 
o 



o 
o 
o 



o 
o 
o 
o 



o 
o 



o 
o 
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o 



o 
o 
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23 The primary future vision of your 
organization Is to: 

a. stay focused on being regarded as the 
best within the existing industry; 

b. become the fastest to respond to new 
opportunities; 

c. be the largest and leading firm in its 
market; 

d. become the most innovative product 
developer of the industry. 

24 The main competencies of your 
organization is: 

a. strong leadership and efficiency; 

b. indepth specialized knowledge and 
expertise; 

c. flexibility end networking with various 
customers and organizations; 

d. renewal and breadth of your skills and 
knowledge. 



o o o o o 

o o o o o 

o o o o o 

o o o o o 



o o o o o 

o o o o o 

o o o o o 

o o o o o 



25 The organization consists primarily of; 

a. self-managing work groups and 
complex projects; 

b. many hierarchic levels that make, up a 
tall pyramid; 

c. different specialized functional 
departments, such as sales, production, 
and development units; 

d. small and temporary groups with O 
people that come together to perform 
tasks and 6olve problems as they occur. 

26 The authority of individuals in your 
organization is mostly based on: 

a. handling change and dealing with O 
various people; 

b. one's rank in the formal hierarchy; 

c. having experience and technical 
competence; 

d. being creative and good at teamwork. 



o o o o o 
o o o o o 
o o o o o 



o o o o o 
o o o o o 
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27 Your organization's structure is mainly: 

a. developed through major 
reorganizations and creation of new 
projects; 

b. divided into several competitive 
business-oriented units; 

c. an informal network that frequently O O O O O 
changes; 

d. quite stable over time. O O O O O 



o o o o o 



28 in your organization, it is particularly 
important that the employees: 

a. are creative; 

b. are particular about quality; 

c. can easily get In touch with new 
people (such as having large personal 
networks); 

d. are cost-conscious and contribute to 
sales increases. 

29 Your organization values mostly the 
employees' 

a. leadership abilities; 

b. specialist competencies; 

c. generalist competencies; 

d. customer adaptiveness. 

30 The organiation rewards the employees 
primarily based on: 

a. seniority and stable loyalty; 

b. cooperativeness in work groups and 
projects; 

c. fast learning and mobility; 

d. achieved financial results and 
efficiency. 



o o o o o 
o o o o o 
o o o o o 



o o o o o 

o o o o o 

o o o o o 

o o o o o 



o o o o o 

o o o o o 

o o o o o 
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31 Your organization rewards the 

employees by offering opportunities for: 

a. promotion and leadership 
development; 

b. refined technical competence and O O O O O 
specialist recognition; 

c. participation in creative and exciting 
project teams; 



d. free and independent work. 
32 In addition to ordinary salary, the 



o o o o o 
o o o o o 



a. 


swift cash bonuses for special 
accomplishments; 


o 


o 


o 


o 


o 


b. 


profit bonuses through, for example, 
stocks and options; 


o 


o 


o 


o 


o 


c. 


long-term benefits, such as pensions, 
health care, and insurance; 


o 


o 


o 


o 


o 


d. 


leaves and compensation for 
education that stimulates personal 
development. 


o 


o 


o 


o 


o 



33 The job content itself is motivating by 
mostly offering: 

a. stable and secure employment; 

b. a wide variety of work activities; 

c. power and status; 

d. job rotation that broadens the 
competence to related areas. 



o o o o o 

o o o o o 

o o o o o 

o o o o o 



34 Overall, most of the organization's 
emptoyees seem to consider that: 

a. the present strategy is effective; 

b. the present organizational structure Is O O O O O 
well-functioning; 

c. the present performance appraisal 
system (that is, what the organization 
evaluates and rewards) is relevant; 

d. they are motivated and satisfied. 



o o o o o 

o o 

o o 

o o 
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35 To what extent do you feet certain about 
your answers to the 34 questions above? 

36 To what extent do you believe that your 
answers are similar to those of the other 
employees? 



J* c ^ 

o o o o o 
o o o o o 



END: Cultural Fit Assessment - Part 2 of 2 
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Please enter the following information to complete your user 
registration. 

User Your User tD 

Registration Choose a Password I - 



Reenter Password I 

J Select j|| 



Salutation I 
First Name I- 
MlddlaNamaL 



LastNams 



Commerce. Industry or Corporate 



*~ Financial Services 

What type of position do C Heajthcare 
you currently occupy or 

would you consider? * j^rg^ 

*~ Professional Service Firm 
^ Currently a Student 
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Desired 
Position 



Levels 



R eiaii | Select from list 



put** Rebttona | Select from list 1 
Operatlonii | Select from Dst ^ 
Aceountfng/Flnancu | Select from list 



Enoineerlnij|Select from list 

Executlve/Gonera] I Select from list 
Management I 



"1 



Human Resources | Select from list 



Information Technology |Select from list 
Legal (In-House) | Select from list 



Manufacturing | Select from list 



H 



Marketing |SeleCt from list 



sales | Corp Mktg & Sales Exec Iff 
Real Estate [Select from list j|J 

Other} 



Executive 



^ Vice President 
r Director 
4 Manager 
*~ Supervisor 



p Are there any other positions for which you would like to be 
considered? (list to follow) 



5 ii^l ^ 
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Please enter your contact address, phone number and e-mail 
information. Additionally, please indicate your preferred contact 
location and method. Our policy Is to maintain complete 
confidentiality on your personal data. No information will be 
released to any outside party unless you explicitly instruct us to 
do so. 



Address 



Oty 



State/Province |Select from list 



Country |United States 
Zip/Postal Code j ^ 



US. Citizen or Permitted to 

work in the US.? C Yes No 

Canadian Citizen or 
Permitted to work in 

Canada? *~ Yes No 



Home Phone J 
Home Fax [ 

Office Phone 
Office Fax [" 



Home E-Mail |_ 
Office E-Mail 



You may call me at 



* Home 
r Office 

Any of Above 
^ hJone of Above 



You may E-Mail me at 



^ Home 

*~ Office 

r My IN-BOX el futurestep site 

v Any of Above 
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Academic 
Background & 
Certifications 



UnlvereltyName 

City 



State 



Country 



Select a state jfj 



I United States 



Select a degree ^| 




country United States 



Degree Eamed |Select a degree ja 



Major 
Graduation Year J 
Grade Point Average [ 



Unh/eraftyNanro [ 
City 
State 



Country 
Degree Earned 
Major 
Graduation Year 
Grade Point Average 



(Select a state j|f 
| United States 
(Select a degree 



Professional Certification 
Other Certifications 



Select a Certificate 
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Employment 
History 



Company F~ 
Name L. 



Title 



Equivalent I Select from list 
Level I 

Start Date 
<Mo/Yr) 

End date 

<MoW> 



1 



(leave blank If current) 



Furictionai | Select from list 

People 

TS|Selectfrom list ^ 

(direct and 
indirect) 



industry [Select from list 



Parent Company (if any) 



Name 



size [Select from list 
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Indicate any geographic preferences you have regarding 
relocation and/or employment location. 



r New England 
r Middle Atlantic 
r Middle Southeast 
C Lower Southeast 
r Great Lakes 
r Central Plain* 
C South Central 
C Upper Mountain 
C Lower Mountain 
T Padflc Northwest 
C Pacific Southwest 
C Western Canada 
r Eastern Canada 
C Central Canada 
C Northern Canada 
C Other Country 
r No Preference 
r Not willing to relocate 



[Select 



one 



[Select one 



Select one 



Select one 



(Select 


one jgj 


{Select 


one j 


jSelect 


one J§ 


(Select 


one Jgj 


[Select 


one 


[Select 


one j$J 



Select one 



Select one 



Select 


one jg 


[Select 




[Select 


one Jg| 



one 
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Compensation s *"»™"™lS;i* l «" rom » s <H 



Increase percentage In 0 
base salary from prior year I — 



Prior Year Actual Bonus 



I Select from list 
Current year target bonus I 

Stock Option Plan Yes *~ No 



FIG. 9a 



CA 02277261 1999-07-09 



37/93 



We would like to learn more about your current and tormer 
positions and employers. Please enter more detailed industry and 
£b function data below along with an estimate of the size of your 
di rect employer (not the ultimate parent company). 

-12/1996-6/1999 



Industry | Select From List 



Function (Select From List 

Company [select From List 
Size I 
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Indicate the languages in which you are proficient, as well as your 



El 



German 



{Select 


Level 


n 


[Select 


Level 




[Select 


Level 




[Select 


Level 


n 


[Select 


Level 


M 


[Select 


Level 


1) 


, [Select 


Level 




,| Select 


Level 





Japanese ! £elect Level 



Other Languages 



International Work Experience: 

Worked internationally or have significant 
international business exposure. 



None 

Less than one year 
One or more yearn 
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Please indicate your relocation preferences by ranking the 
following two options. 

Enter a 1 for the most desirable option; enter a 2 for the least 
desirable option. 



Geographic location 



J Relocate to more desirable location than current 
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Below are the most requested experience requirements for 
Corporate Controller. Please spread 100 points across the 
following categories to reflect your assessment of where your 
aoaregate experience lies. For example, if you have equal 
experience in all listed categories, you would allocate 10 points for 
each one. Once you have allocated all 100 points across the 
categories, space has been provided at the bottom of the page to 
detail additional skills or kn owledge (no point allocation possible). 



Planning, organizing and directing accounting, credit and | [ 

collections and payroll. > 

Directing the MIS function. [ i 

Managing working capital/capital expenditure I : 
requests/setting depreciation rates to apply- 1 

Supervising functionally all accounting activities at other . 

divisions to ensure adherence to corporate policies and | ; 

enhance users use of financial information for planning. 

Directing regulatory interpretation and reporting (FASB, r— ; 
SEC, etc.) and tax planning and compliance. > - 

Managing portfolio of investments. \ \ 

Directing budgeting, budget variance analysis, financial | 
analysis and planning, forecasting and financial reporting. I 

Creating financial control/accounting policies, managing |——T 
approval authorities and directing audit. * 

Handling of foreign currency translation/multi-country . , 

operations/global compliance with GAAP etc/global | 

quarterly closes. 

Maintaining and developing analyst, banking and other | ; 

vendor relationships presentations. » - " 



Please enter any additional Information that you would like 
our recruiters to review while considering you for various 
opportunities 

Functions and/or Industries in which you have specialized or 
substantial experience (e.g., Contract Administration, 
Entertainment. Consumer Products. Military Procurement, 
ISO9000. RetaB Sales, T elecommunication, etc.) 

— 1 



Knowledge, Expertise and/Or Project 
Experience/Specialization (e g., SAP, Re-engineering, 
Windows NT. Grade, SQL programming, M&A, MIS 
implementation, etc.) 
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Check a maximum of three business environment experiences. 



r Rapidly changing environment 



Environment r Severe margin pressure 



P Turnaround 

r Downsizing the work force 

r Major new systems initiative 

r Resource constraints/long work hours 

JT Pay for performance 

I~ Empowered/results oriented 

f~ Focus on market share increase 

r Be number 1 or number 2 in industry 

f Bottom line oriented 

r High turnover of senior company executives 



Experience 



r 
r 



Fast growth 

Post-merger/acquisition integration 




a 
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Halervllle Caw 

You may continue to refer to this case as you answer the questions in this exercise. 

The Vice President in Charge of Human Resources has just told you that you have been transferred from a 
position in the home office of Rush Drugs, Inc., to a managing position in the Halerviile branch. 

Nominally, the two positions are of exactly equal importance, but you have cause to wonder why you should 
have been transferred. 

About four months ago you made a decision tor the company that was essentially a risky gamble and it came 
off wen. You were never able to find out exactly what your superiors thought of your move but you do know that 
they do not all agree in their opinion about It 

You are wondering whether your transfer constitutes a reprimand or an encouragement. 

The facts (Items A through F) at your disposal are: 

Item A Halerviile is a targe city with, as yet small drug sales. 

Item B The previous branch manager of Halerviile, who was a man of strong decisions, was very much liked by 
his employees. They seem to think that "there's no one like him.* 

Item C Sales to smaller towns around Halerviile are very badly organized. It is with just such a problem that 
you took your gamble. 

Item D There is e probability of a trucking strike in Halervllle. This would involve long, drawn-out negotiations 
for transportation. 

Item E You have heard the Second Vice President say that what the Halerviile branch needed was a "good 



item F The change in position Involves a salary cut of $1 .000. but there is a slight possibility of making this up 
or even exceeding it on a commission basis. 
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In completing the questionnaire, you should wo* quickly and mBke sure that you leave no question! 
unanswered. Also, please note that you may need to scroll with your mouse to keep the Information 

while you answer the questions. 

Do you think the transfer Is an encouragement (A) or a reprimand (B)? 



In view 



How confident do you feel about the choice you made In question 1 ? 



extremely 
certain 



extremely 
uncertain 



How relevant do you think the Items are to your choice in question 1? 



completer/ 
irrelevant 



very 
relevant 



3. 


Item A 


c 


c 


c 


c 


c 


c 


c 


4. 


Item 8 


c 


o 


c 


c 


c 


c 


c 


5. 


NemC 


c 


o 


c 


c 


c 


c 


c 


6. 


Item D 


c 


c 


e 


c 


c 


c 


c 


7. 


ItemE 


c 


c 


c 


c 


c 


c 


r 


8. 


ItemF 


c 


c 


c 


c 


c 


c 


r 



To what degree do you feet that these items support your choice in question 1? 



strongty 
opposes 
myi 



strongly 
supports 
my view 



9. Item A 

10. item B 

11. ItemC 

12. ItemD 

13. ItemE 

14. ItemF 



c 
c 
c 
c 
c 
c 



c 
c 
c 
c 
c 
c 



c 


c 


c 


c 


c 


c 


c 


c 


c 


c 


c 


c 


c 


c 


c 


c 


c 


c 


c 


r 


c 


c 


c 


r. 


c 


c 


c 


c 


c 


c 



To what degree do you feel that these Items could be used to support either choice In question 1? 



could easily support 
BOTH CHOICES 
- mine and the other 



could only support 
ONE CHOICE 
- mine or the other 



15. 


Item A 


c 


c 


c 


c 


c 


c 


c 


16. 


ItemB 


c 


r- 


c 


c 


c 


c 


c 


17. 


ItemC 


c 


c 


c 


c 


c 


r 


r 


18. 


ItemD 


c 


c 


c 


c 


c 


c 


c 
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19. Item E 

20. Item F 



C 
c 



c 
c 



c 
c 



c 
c 



r 
c 



How similar do you think these pairs of items are In the information they gave you about the case? For 
example, if two Hems seem to say nearly the same thing, you would rate them either 1 or 2; if they say very 
different things you would rate them 6 or 7 



nighty 
similar 



highly 
dissimilar 



21. 


Items A and B 


C 


o 


c 


c 


r 


c 


c 


22. 


Items A and C 


c 


c 


c 


a 


r 


c 


r 


23. 


Items A and D 


c 


o 


c 


c 


r 


c 


c 


24. 


Items A and E 


o 


o 


c 


c 


c 


c 


c 


25. 


Items A and F 


c 


c 


c 


c 


c 


c 


c 


26. 


Items B and C 


c 


c 


c 


c 


c 


c 


c 


27. 


Items B and D 


c 


c 


c 


r 


c 


r 


c 


28. 


Items B and E 


c 


o 


c 


c 


c 


r 


c 


29. 


items B and F 


c 


c 


o 


c 


r 


c 


c 


30. 


Items C and D 


c 


c 


c 


c 


r 


r 


c 


31. 


Items C and E 


c 


c 


c 


c 


c 


c 


c 


32. 


Items C and F 


c 


c 


c 


c 


r 


c 


c 


33. 


Items D and E 


c 


c 


c 


c 


c 


c 


r 


34. 


Items D and F 


c 


c 


c 


c 


c 


c 


r 


35. 


Items E and F 


c 


o 


c 


c 


c 


r 


c 
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Halerville Case 

You may continue to refer to this case as you answer the questions in this exercise. 

The Vice President in Charge of Human Resources has just told you that you have been transferred from a 
position in the home office of Rush Drugs, Inc., to a managing position in the Halerville branch. 

Nominally, the two positions are of exactly equal importance, but you have cause to wonder why you should 
have been transferred. 

About four months ago you made a decision for the company that was essentially a risky gamble and it came 
off well. You were never able to find out exactly what your superiors thought of your move but you do Know that 
they do not aJ) agree in their opinion about it. 

You are wondering whether your transfer constitutes a reprimand or an encouragement. 

Item G The Vice President In Charge of Personnel strongly favors conservative policies. 

Item H The Operations Manager of the branch is known to be extremely stubborn and is supposed to be in 

almost complete control. 

Item A Halerville Is a large city with, as yet, small drug sales. 

Item B The previous branch manager of Halerville, who was a man of strong decisions, was very much liked by 
his employees. They seem to think that "there's no one like him." 

Item C Sales to smaller towns around Halerville are very badly organized. It is with just such a problem that 
you took your gamble. 

Item D There is a probability of a trucking strike in Halerville. This would involve long, drawn-out negotiations 
for transportation. 

Item E You have heard the Second Vice President say lhat what the Helervnie branch needed was a "good 
strong hand." 

Item F The change in position Involves a salary cut of $1,000, but there Is a slight possibility of making this up 
or even exceeding it on a commission basis. 
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Item G and Item H are the new facte at your disposal. 

Given this new information as well as the original Items (you may wish to refer to the case again) do you still 
see the transfer as an encouragement? 



36. 



How confident do you feel about the choice you just made? 



Yes 



No 



extremely 
certain 



extremely 
uncertain 



37. 



Without consulting your previous rathgs, how relevant do you think all Information items are to your choice in 
question 367 



completely 
irrelevant 



very 
relevant 



38. Item A 

39. Item B 

40. Item C 

41. ItemD 

42. Item E 

43. Item F 

44. Item G 

45. Item H 



c 


c 


c 


c 


c 


c 


r 


0 


o 


c 


c 


c 


c 


r 


o 


o 


c 


c 


c 


c 


c 


c 


o 


c 


c 


c 


c 


c 


o 


o 


c 


c 


0 


r. 


c 


c 


o 


c 


c 


c 


c 


c 


0 


c 


c 


c 


c 


c 


c 


c 


c 


c 


c 


c 


c 


c 
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This questionnaire presents you with a series of descriptions of behavior and points of 
JEL You3b be asked to choose from Ihe sea to next to each description to show how 
characteristic or uncharacteristic the description is of you. There am 60 items in thts 
questiortnalre. There are no right or wrong answers. Please work quickly and leave no 
questions unanswered, 



* ITEM 



least most 



1 Your motives end plana are complicated compared to C C C C C 
those of the average person. 



2 You feel we have BUI* control over what happenstous. 



r r r r r 



3 You feel one can develop successful personal qualities r 
and, at times, influence events and persona which 1,41 
strongly affect one's career. 



4 In forming impressions of others, you use basically the C C C C C 
same few. reliable categories. 



5 Informing Impressions of others, you use many C C C C C 

categories that vary from parson to person. 



6 In solving problems, you function extremely well when C C C C C 
both the problem and solutions are clear-cut. 



7 In solving problems, you function extremely well when C C C C C 
neither problem nor solution is clear. 



3 You tend to viewthe world as being too simple. 



r r r r r 



9 You tend to view the world as being as complex as you C C C C C 
Ike ft 



10 You are strongly attracted to very complicated persons. C C C C C 



11 You am strongly attracted to somewhat uncomplicated C C C C C 
persons. 

12 You are strongly attracted to very uncomplicated C C C C C 
persons. 



1 3 You enjoy being in groups with few fixed rules and many C C C C C 
diverse personalities. 



14 You enjoy being in groups w«hrelalh«»y fixed rules but C C C C C 
diverse personalities. 



1 5 You enjoy being In groups with relatively Qxed rules and C C C C C 
similar personalities. 



16 In considering problems and situations, you are hesitant c C C C C 
to solve problems that Involve many points of view. 
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17 in ^consldarinoproWems and situations, you are r C C C C 
points of view. 

18 in considering problems and situations, you C C C C C 
andwHul pr^tenis that require many points of view. 

19 In contusing or ambKiuoussttualions. you put off C C C C C 
dadslonsindeSnftely. 

20 Inonfu^cramb^ C C C C C 
aspects of the problem, then reach a tentative 

which might be charged as you reconsider the problem. 

21 You feel extremely nappy when you have a targe number r C C C C 
of related but distinct projects underway. 

22 You feel extremely happy when you have many distinct C C C C C 
unrelated projects going. 

23 You feeJ extremely happy when you have a few related C C C C C 
projects underway. 

24 in sodal activities, a! gathering and at >^J^ C C C C C 
dealing with one person at a time, and preferably with e * 

person like yourself. 

25 In social activities, at gatherings and alwork, you like r r C C C 
baling with people one it a time, but each can be quite C C C C f 
different 

2B in Bodal scOwitles. at gatherings and at work, you Hke C C C C C 
trying to blend people who are ojiite different 

27 In social actMttes, at gatherings and at work, you like r C C C C 
mixing individuals of vastly different make-ups in the 

same situation. 

28 When someone suggests that you should change your 

behavior, you Isten, sometimes out of courtesy, but C C C C C 
rarely do anything about the suggestion because most 
people are not justified in their criticisms. 

29 When someone suggests that you should change your 

behavior, you change If you think the other person is C C C C C 
Justified or has the proper authority, otherwise rejecting 
the suggestion. 

30 When someone suggests that you should change your 

behavior, you go along, if after careful consideration of C C C C C 
the various interpretations of what the person said, the 
suggestion makes sense in terms of your view. 

3 1 If two people are disagreeing with each other, you tend 

to point out to the participants that If Ihey saw the parts C C C C C 
of their argument more objectively thay would fmd that 
the parts add up to the real solution. 



32 If two people are disagreeing wlh each other, you tend 
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to try settling tt as quickly a* you can in order lo avoid t * i. * « 
people's feelings being hurt 

33 in evaluating ar^ or cna^ C C C C C 

a^dSng the situation wtth parsont who have r C l i i 
oX£ Pdnte * view, tins this just douda the issue. 

m In evaluating a new or changed situation, you took for 

judgments that may or may not modify your previous 
outlook. 

33 Whan a considerable amount of now and apparently 

contrsdidory Information becomes available on a topic ^ r r 

Sout which yau have a strong opinion you pay Uttto r C < 
attention, because when you have a strong opinion ft is 
usually weH founded. 

36 When a considerable amount of new and apparently 

contracfictory information becomes ivailabie on a topic r r C C C 
about which you have a strong opinion, you are not < < 
affected by the new information, since you rarefy take 
atrorig positions In any area. 

37 When a considerable amount of new and apparently ^ 
contradictory Information becomes available on a topic 

aboutwhich you have a strong opinion, you use the C C C C C 
information to generate even more points of view about 
thetoue. which couW lead to seeing the issue in a new 
light. 

38 You easBy sense the way in which the motives and Ideas f* C C C C 
of others operate. 

39 You understand the motives and Ideas cri others oniy C C C C C 
after thinking about them for a long time. 

40 You have considerable difficulty bi understanding the C C C C C 
motives and ideas of others. 

41 in making Mends, you prefer those who are somewhat C C C C C 
more Pke you In values and opinions. 

42 In making friends, you prefer those who are somewhat C C C C C 
more unlike you in values and opinions. 

43 in making Mends, you prefer those who are quite C C C C C 
dissimilar from you in values and opinions. 

44 In making friends, you prefer a mix of some similar and C C C C C 
some dissimilar m values and opinions. 

45 in selecting acquaintances, you use many criteria, with 
almilartty In values and opinions not being of great 1 * 
consequence for you. 

46 In selecting acquaintances, you en}oy kxrfng with C C C C C 
Individuals somewhat like yourself in personality. 
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47 in selecting acquaintance*, you enjoy being with C C C C C 

Individuate qufte dlsslmflar in personality. 



48 In selecting acquaintances, you enjoy being with tome C C C C C 
similar and some quite dissimilar. 



49 In selecting acquaintance*, you um mmny criteria, _ 
similartty m personality not being of great conseqoence < * * 1 1 
to you. 



SO In a discussion, you like taking a different point of view 

from your own. You team more about your own vtew as * 1 1 1 4 
well as others In this way. 



31 You feel It Is aH right for drfTersnt people to have different 

views. However, you feel they should keep these views i i < i i 
to themselves and not bother others with them. 



52 You prefer situations where there is a single problem C C C C C 
with one possible solution. 



53 You prefer situations where there is a single problem C C C C C 
with a number of possible solutions. 



54 You prefer sttuattorts where there are a number of 
different kinds of problems, each with more than one 
possible solution. 



55 You prefer situations where there are a number of 
different kinds of problems that can be solved In the 
same basic manner. 



r r r r r 



r r r r r 



56 Suppose that you had an opportunity to take an 
executive position with an organization that had many 
departments, each of which had different and sometimes 
irreconcilable conflicting Interests, needs and * * 1 1 1 

personalities. (Assume your income b unaffected by this 
decision.} You would Ske to have responsibility for the 
entire organization. 



57 Suppose that you had an opportunity to take an 
executive position with an organization that had many 
departments, each of which had different and sometimes 
farecondlaWe conflicting Interests, needs and C C C C C 

personalities. (Assume your Income Ik unaffected by this 
decision.) You would like to run one oepartment and 
represent this tepartmerrt on many Interdepartmental 
committees. 



58 Suppose that you had an opportunity to lake an 
executive pos&lon with an organization that had many 
departments, each of which had different and sometimes 
Irreconcilable conflicting Interests, needs and ( i < i i 

personalities. (Assume your Income is unaffected by this 
decision.) You would like to run one department with 
participation In Interdepartmental committees. 



59 in the ffeW ol International affaire, you agree that your - 
country should maintain sufficient power to assure that c ( ( i i 
rts Interests are protected in all areas. 



60 In doing work, you have liked having no direct C C C C C 
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supervision, but someone to talk over problems with. 
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Part I: Career Patterns (Questions 1-18) 

People differ in the* perceptions of the Ideal career. These differences are reflected in 
how often (hey would lOte to change career areas (for example, from accounting to 
marketing) the direction of movement: and in the kinds of activities their work 
Involves. A "change" means from one type of work or position to another requiring a 
different set of skills and knowledge. For each of the Kerns below please effort en 
option tutton to Indicate how much you would like your idea! career to involve each of 

the patterns described (assuming no Hmttations). 

very very 

# ITEM Hue great 



1 A new career area every one to four years. 



r r c r r 



2 A new career area every five to ten years. C C C C C 



3 A new career area after ten or more years. C C C C C 



4 No career area change. C C C C C 



5 Continual upward movement to higher levels of the C C C C C 
organization. 



6 Staying m one general occupational ares. 

7 Lateral movement Into new occupational areas. 

8 No consistent direction. 



c r r r r 
c r c r r 
r r r r r 



9 More managerial, administrative, or supervisory C C C C C 

activities. 



10 More complex technical activities. 



c r r r r 



1t Replacement of old activities with entirely different C C C C C 
activities. 



12 Different activities requiring skiUs and knowledge that C C C C C 
build on previously acquired skfils and knowledge. 



13 increasingly specialized activities and tasks. C C C C C 



14 Activities requiring increasing refinement of present C C C C C 
skills and knowledge. 



15 Major change In career area typlcatty every five to ten C C C C C 
years. These changes involve moves to different but 
related skill areas and activities (Le., the new skills 
build upon existing skills). These changes may Involve 
either lateral or upward movement 

18 Staytng In one general career area end continually C C C C C 
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moving up to higher levels in the organization or 
occupational group. Positions not representing upward 
movement are only desirable If they provide the baiia 
for later upward movement. 

17 Staying in one chosen career area or field. The C C C C C 
principal ecUvttlss Involve exercising or refining skills 

and capaWft* In that career area, rather than moving 
on to different career areas or ever higher levels in an 
organization. 

18 Major changes In career area every 1 to 4 years. C C C C C 
These changes may not Include moving up a ladder. 

but involve getting Into new types of work that require 
using new skins, and that Involve actMtles very 
different from those of previous career areas. 

Part H: Career Decision Factors (Questions 19-38) 

People differ tn factor* that guide their career-related decisions. For each of the 
following hems please dick an option button to Indicate how much the particular 
factor described Is Dkely to guide your future career decisions. 

very very 

# item little great 

19 Gain high prestige and status. C C C C C 



20 Remain free from organizational constraints. C C C C C 



21 AblSty to do your job without close supervision. C C C C C 



C f* C f* c 
22 Absence of strict rules and regulations. 1 * 



23 Ability to influence goals and objectives in your work. C C C C C 

24 Ability to move from one job to another easily. C C C C C 



25 Refine your technical skills and abilities. C C C C C 



26 Gain excellent long-range employment stabiffiy. C C C C C 



27 Develop and Improve your supervisory or managerial C- C C C C 
skids and abilities. 



28 Gain a very Wgh Income. C C C C C 



26 Develop and train others. C C C C C 



30 Develop yourself as •person. C C C C C 



31 Be Involved in new and different activities. 



r r r r r 



32 influence and direct other people's activities, C C C C C 
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33 Be involved w4h and around other people. C C C C C 



34 



Develop or create something that ia new or different C C C C C 



35 Receive high recognition for your special knowledge. C C C C C 



38 Prove yourself against challenging goats. C C C C C 



37 use your tatonts to improve the organization. C C C C C 



3S Exploring to And the fype{s) of work you can do best. C C C C C 




Copyright © 1990, 1998 Decision Dynamics Group 



FIG. 10o 



CA 02277261 1999-07-09 



55/93 



Now we would like to find out how IMPORTANT each of these 
characteristics is to you by asking you the extent to which you 
care about alternatives for each characteristic. 



If two jobs were acceptable in all other ways, how important would 
the following DIFFERENCES be? Please click an option button 
after each choice. 



Broadening of responsibilities 
Major new added functional responsibilities & challenges 
versus 

Unchanged functional responsibilities & challenges 

Not Important Somewhat Ve* 

At Ad Important Important important 

r r r r 

Wealth creation 

Stock options wf expected value of $500,000 In 3 year* 

versus 

No stock options 

Not important Somewhat V*y 

At All Important Important Important 

r r r c 

Salary 

Increase annual comp by +30% 
versus 

Reduce annual comp by -10% 

Not Important Somewhat Very Bdremely 

At All Important Important Important 

err r 



Company/industry 
More desirable company or Industry than current 
versus 
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Less desirable company or Industry than current 



Not Important Somewhat Very Extremely 

At All important Important Important 

r r r r 

Geographic location 



No relocation 



versus 



Relocate to less desirable location than current 



Not Important Somewhat Very Extremely 

At All Important Important Important 

r r r r 



Life/work balance 




Avg. 40hr work week 




versus 




Avg. 70hr work week 




Not Important Somewhat Very 
At All Important Important 

err 


Extremely 
Important 

r 


Participate in a major event 




Significant experience In/exposure to major event: IPO, 
turnaround, etc 


versus 




No experience In/exposure to major event: IPO, turnaround, 

etc 


Not Important Somewhat Very 
At All Important Important 

err 


Extremely 
Important 

r 


Exciting/Interesting job 




Much more excltingfinteresting job 




versus 




Job with same level of excitement/Interest as 


t current 


Not Important Somewhat Very 


Extremely 



FIG. 10a 



CA 02277261 1999-07-09 



57/93 



At AD Important Important Important 

r r r r 



Career opportunities/learning 
Significantly better career opportunities/learning potential 

versus 

Same career opportunities/learning potential 

Not Important Somewhat Very ^^jf 

At All Important important Important 

r r r r 

— Fit with organizational culture 

Significantly better fit with organizational culture 

versus 

Worse fit with organizational culture 

Not important Somewhat Very Extremely 

At An important Important Important 

r r r r 



Ability to impact results 
Significantly better ability to impact results and feel valued 

versus 

Same ability to impact results and feel valued 

Not important Somewhat Very Extremely 

At All Important Important Important 

r r r r 
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Based on your responses, we have put together some different 
jobs for you to consider In each question, we present two jobs, 
each described by combinations of characteristics. One is shown 
on the left of the screen, and the other on the right. 

Please decide which job you would prefer and indicate your 
strength of preference with the option buttons below the choice. 
For example, if you strongly prefer the job on the left, click an 
option on the far left side of the scale. If you strongly prefer the 
one on the right, click an option on the far right side of the scale. 
Choose middle options as appropriate to indicate your preference. 



Reduce annual comp by - 
10% 

Slightly expanded 
responsibilities & challenges 



Increase annual comp by 
+25% 

Unchanged functional 
responsibilities & challenges 



OR 



Strongly Somewhat No Somewhat Strong 

Prefer Prefer Preference Prefer Prefer 

Left Lett Right 

rrrrrrrrr 



increase annual comp by 
+25% 

Less desirable company or 
industry than current 



Annual comp: Same as 
current 

Same type of company and 
industry as current 



Strongly Somewhat No Somewhat Strongly 

Prefer Prefer Preference Prefer Prefer 

Left Left WflW Right 

rrrrrrrrr 



Significantly better ability to Somewhat better ability to 

impact results and feel valued impact results and feel valued 

OR 

Same type of company and More desirable company or 

industry as currenl Industry than current 



Strong fy 
Prefer 
Left 

r r 



Somewhat 
Prefer 
Left 

r r 



NO 

Preference 



Somewhat 
Prefer 
Wghl 

r 



Strongly 
Prefer 
Right 

r r 
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Same ability to impact results Somewhat better ability to 
and feel valued impact results and feel valued 

Significant experience OR No experience in/exposure to 
in/exposure to major event major event: IPO, turnaround, 
IPO, turnaround, etc etc 



Strongly Somewhat No Somewhat Strongly 

Prater Prefer Preference Prefer Prefer 

Lett L«n RiflW RfcM 

rrrrrrrrr 



Stock options w/ expected 
No stock options va|je of $ 50 o,000 In 3 years 

Some experience in/exposure QR No experience in/exposure to 
to major event: IPO, ^ ent {P0 turnaround, 

turnaround, etc Gtc 



Strongly Somewhat No Somewhat Strongly 

Prefer Prefer Preference Prefer Prefer 

Lett Lett Right Right 

r r r r r r r r r 



Somewhat more 
Much more exciting/interesting Job 

exciting/interesting job 

^ Stock options w/ expected 
No stock options va , ue of $250,000 in 3 years 



Strongly 
Prefer 
Left 



Somewhat 
Prefer 
Left 

r r 



NO 
Preference 



Somewhat 
Prefer 
Right 

r r 



Strongly 
Prefer 
Right 

r r 
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Same degree of fit with 
organizational culture 

Much more 
exciting/interesting job 



Somewhat better fit with 
organizational culture 

0R Job with same level of 
excitementrtnterest as current 



Strongly 
Prefer 
Left 



Somewhat 



Left 

r 



No 
Preference 



Somewhat 



Worse fit with organizational 
culture 

Major new added functional 
responsibilities & challenges 



OR 



Right 

r r 



Strongly 
Prefer 

Right 

r r 



Significantly better fit with 
organizational culture 

Slightly expanded 
responsibilities & challenges 



Strongly Somewhat 

Prefer Prefer 

Left Left 

r r r r 



No Somewhat Strongly 

Preference Prefer Prefer 

Right Right 

r r r r r 



Significant experience 
in/exposure to major event: 
IPO t turnaround, etc 

Unchanged functional 
responsibilities & challenges 



OR 



Some experience in/exposure 
to major event: IPO, 
turnaround, etc 

Major new added functional 
responsibilities & challenges 



Strongly 
Prefer 
Left 

r r 



Somewhat 
Prefer 
Left 

r 



No 
Preference 



Somewhat 
Prefer 
Right 

r 



Strongly 
Prefer 
Right 

r r 
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Stock options w/ expected 
value of $250,000 in 3 years 

Increase annual comp by 
+10% 



Stock options w/ expected 
value of $100,000 in 3 years 

Annual comp: Same as 
current 



Strongly Somewhat No Somewhat Strongly 

Prefer Prefer Preference Prefer Prefer 

Left Left Wit Right 

rrrcrrrrr 



Significantly better fit with 
organizational culture 

More desirable company or 
industry than current OR 

Stock options w/ expected 
value of $100,000 in 3 years 



Same degree of fit with 
organizational culture 

Somewhat more desirable 
company or industry than 
current 

Stock options w/ expected 
value of $500,000 in 3 years 



Strongly Somewhat No Somewhat Strongly 

Prefer Prefer Preference Prefer Prefer 

Left Left Right Right 

crrrrrcrr 



Job with same level of 
excitement/interest as current 

Reduce annual comp by - 

10% OR 

Significantly better ability to 
impact results and feel valued 



Somewhat more 
exciting/interesting job 

Increase annual comp by 
+30% 

Same ability to impact results 
and feel valued 



Strongly 



Left 



Somewhat 
Prefer 
Left 

r 



NO 
Preference 



Somewhat 
Prefer 
Right 

r 



Strongly 
Prefer 
Right 

r r 
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Somewhat more 
exciting/interesting job 

Major new added functional 
responsibilities & challenges 

Less desirable company or 
industry than current 



Job with same level of 
excitementfinterest as current 

Significantly expanded 
OR responsibilities & challenges 

More desirable company or 
industry than current 



Strongly Somewhat No 

Prefer Prefer Preference 

Left I** 

r r c r r 



Somewhat 



Right 

r 



Strongly 
Prefer 
Right 

r r 



Somewhat better fit with 
organizational culture 

Significant experience 
in/exposure to major event 
IPO, turnaround, etc 

Reduce annual comp by - 
10% 



Worse fit with organizational 
culture 



No experience in/exposure to 
major event IPO, turnaround, 
0R etc 



Annual comp: Same s 
current 



Strongly Somewhat No Somewhat Strongly 

Prefer Prefer Preference Prefer Prefer 

Lett Left Ri0* R| 9 ht 

rrrrrrrrr 



Slightly expanded 
responsibilities & challenges 

Stock options w/ expected 
value of $250,000 in 3 years OR 

Significantly better ability to 
impact results and feel valued 



Significantly expanded 
responsibilities & challenges 

Stock options w/ expected 
value of $500,000 in 3 years 

Same ability to impact results 
and feel valued 



Strongly 
Prefer 
Left 



Somewhat 
Prefer 
Left 

r r 



NO 

Preference 



Somewhat 
Prefer 
Right 

r r 



Strongly 
Prefer 
Right 

r r 
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This is the last section. Based on all your responses, we have 
created some jobs for you to consider. You should like the first job 
least, the second one best and any others should fall in between. 

Please indicate how likely you would be to accept each job if it 
were available right now. 



Unchanged functional responsibilities & challenges 
Increase annual comp by +30% 
Less desirable company or industry than current 
Same ability to impact results and feel valued 
No experience in/exposure to major event IPO, turnaround, etc 
Stock options w/ expected value of $500,000 in 3 years 
Job with same level of excitement/interest as current 
Worse fit with organizational cu lture 



Major new added functional responsibilities & challenges 

Reduce annual comp by -1 0% 

More desirable company or industry than current 

Significantly better ability to impact results and feel valued 

Significant experience in/exposure to major event: IPO, 

turnaround, etc 

No stock options 

Much more exciting/interesting job 

Significantly better fit with orga nization al culture 

Enter a number from 0 to 100j 



Major new added functional responsibilities & challenges 
Increase annual comp by +30% 
More desirable company or industry than current 
Significantly better ability to impact results and feel valued 
No experience in/exposure to major event IPO, turnaround, etc 
Stock options w/ expected value of $500,000 in 3 years 
Job with same level of excitement/interest as current 
Significantly better fit with orga nization al culture 



Unchanged functional responsibilities & challenges 

Reduce annual comp by -10% 

Less desirable company or industry than current 

Same ability to impact results and feel valued 

Significant experience in/exposure to major event IPO, 

turnaround, etc 

No stock options 

Much more exciting/interesting job 
Worse fit with organizational cu lture 
Enter a number from 0 to 100j 





Enter a number from 0 to 100| 
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HIGHLY CONFIDENTIAL 
job - Person Match Analysis: 



Client: 
Position: 



Operating Styles 



Primary 



Secondary 



Decisive 



Flexible 



Hierarchic 



Job Profile 



Candidate 

Profile 



Engagement: 
Date: 

Overall Style Fit: 68.2% 

Role Style Fit: 70.5% 

Operating Style Fit: 65.9% 

Comments 



Style used most often 
when involved In on-the- 
job performance and 
decision-making. 

Style used second most 
often In day-to-day, on- 
the-job task performance 
and decision-making. 

Fast and focused style, 
emphasizing short-term 
results and efficiency. 

Fast and adaptable style, 
emphasizing 
responsiveness and 
getting along. 

Analytic and logical style, 
emphasizing 

thoroughness, long-range 
planning and quality. 

Exploratory and analytic 
style, emphasizing 
Integration of diverse 
Integrative , nforma non and points of 
view, and new ways of 
doing things. 



Decisive Decisive 



Primary style matches job requirement 
exactly 



Integrative Hierarchic Mismatch 



M 



M 



M 



M 



MH 



ML 



Decisive operating style slightly too high - 
occasionally might decide without 
considering enough information or 
alternatives. 

Flexible operating style too low - might not 
adapt quickly enough to changing 
circumstances. 

Hierarchic operating style slightly too low - 
occasionally might overtook details and 
logic favoring specific solutions. 



Integrative operating style too tow - might 
fail to consider a sufficient breadth of 
information and alternatives. 



Role Styles 



Primary 



Secondary 



Decisive 



Flexible 



Hierarchic 



Style used most 
frequently In formal 
interactions with others. 

Style used second most 
frequently in formal 
interactions with others. 

Matter-of-fact, direct style 
of interaction with 
emphasis on practicality 
and rules. 

Easy-going, relaxed, and 
casual style of interaction. 

Data-oriented, logical and 
analytic style of . 
Interaction 



Hierarchic Flexible 



Interactive, exploratory, 
Integrative and Information -seeking 
style of interaction 



Primary role style misses primary but 
matches secondary style needed. 



Flexible Integrative Mismatch 



ML 

M 

M 
M 



H 
M 

MH 



Decisive rote style slightly too low - 
occasionally might not be quite dear 
enough or direction enough with others as 
job requires. 

Flexible role style too high - might be too 
informal and casual in dealing with others; 
might not seem serious enough. 

Hierarchic role style fits Job requirement 
exactly. 

Integrative role style slightly too high - 
might occasionally be seen as a bit lacking 
in practicality & focus. 
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Leadership Styles 



Emphasis on formal 
authority, policies and H h 

Traditional pgfiw* task ^ ^ ^ ^ m ^ 

Emphasis on persuasion, 
Collegial motivation, and team MH n 

consensus 
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HIGHLY CONFIDENTIAL 
Culture - Person Match Analysis: 

Client: 
Position: 



Engagement: 
Date: 

Overall Match: 82.0% 





Job Profile 


Candidate Profile 


Comments 


Primary Motive 
Secondary Motive 


Expert 
Transitory 


Expert 
Linear 


Primary motives match culture exactly 
Mismatch 


Expert Motive 


MH 


H 


Might feel that the culture Is a bit lacking in 
opportunities and rewards for development of 
highly specialized sldlls and knowledge 


Linear Motive 


MH 


MH 




Spiral Motive 
Transitory Motive 


M 

MH 


M 
M 


Might occasionally feel pressure to change 
jobs or functions too often, or to get Involved 
frequently In a variety of very short projects. 



Summary: , _ - 

^ it,** »hA culture is a bit lacking In opportunities and rewards for development of 

SSS^SoSU or to get involved frequently in a variety of very short projects. 
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CO 



CD 
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CO 



CD 



CA 02277261 1999-07-09 



71/93 




CO 
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Korn/Fony Futurestep 

Desired Job Characteristics Feedbackfor 

This chart summarizes what you seek in terms of an ideal job, with the most important 
characteristics higher in the chart. Additionally, the chart tells you what relative weight 
you attach to each characteristic. For example, a bar that Is twice as long as another 
bar tells you that you consider the former factor to be twice as important as the latter. 



Salary 


HI 13% 


Life/work balance 


SB 13% 


Wealth creation 


Hi 12% 


Geographic location 


MB 12% 


Exciting/Interesting job 


g|9% 


Fit with organizational culture 




Participate In a major event 


■ 9% 


Ability to Impact results 


■ 8% 


Broadening of responsibilities 




Company/Industry 


■ e% 


Career opportunities/learning 


§ 2% 



We at Futurestep appreciate the time you have taken to provide us with your 
information. We look forward to working with you in the future. 
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330 



Responsibilities Match 



Challenges Match 



Required/Desired 
Industry Match 



Company Match 



Company Size 
Match 



Company 
Classification 
Match? 



Experience Years Match 



Experience by position match 



Degree 
Required/Desired 
Match? 



Professional 
Certifications Match 



Organizational Cultural and 
Intangible Assessment Match 



Apply Parameter weights and 
Compute degree of 
correspondence score 



332 



334 



336 



338 



340 



342 



343 



344 



346 



348 



350 
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